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ABSTRACT 
The study investigated the impact of transformational leadership as a ‘predictor variable’ on 
employee innovation ‘predicted variable’.  The relationship is mediated by self-efficacy.  
Studying these variables in isolation is helpful but the challenge is posed by limited resources 
especially when employee innovation has been identified as an imperative to organizational 
strategy and a desired positive organizational behaviour.  Municipalities will know which 
predictor variable to primarily focus on in order to enhance innovation. 
 
In the previous study conducted by the researcher involving leader member exchange (LMX), 
self-efficacy and employee innovation, the statistical results from the regressions revealed an 
R square of .20.  This showed that LMX and self-efficacy only had a 20% effect on employee 
innovation.  It indicated that 80% of employee innovation is explained by other constructs 
hence the inclusion of transformational leadership as one of the predictor variables (Msweli, 
2015).  The study further recommended examining different predictor variables for future 
research. 
 
A random sample of 141 employees from Mandeni Municipality and the City of Umhlathuze 
was used in this study.  A cross-sectional design was adopted.  The analysis included the 
correlation and regression analysis which examined in isolation the relationships of 
transformational leadership with self-efficacy, self-efficacy with employee innovation, 
transformational leadership with employee innovation and finally all three constructs combined.  
Regressions were also used to examine the main relationship model of transformational 
leadership, employee innovation with self-efficacy as a mediator.  
 
The research findings provide leaders in the South African local government sector with an 
understanding of the relationship of the constructs.  They will also contribute to the body of 
knowledge by furnishing a better insight with regards to the impact of transformational 
leadership on employee innovation.  Primarily, it provides a prototype that clarifies the 
relationship of transformational leadership, work self-efficacy with employee innovation in the 
South African local government context. 
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ANOVA Statistical technique that assesses whether there are any statistically 
significant differences between the means of three or more independent 
groups 
Antecedent A preceding event 
Beta coefficient Estimates resulting from a regression analysis that have been 
standardized so that the variances of dependent and independent 
variables are 1 
Binomial test Exact test for the statistical significance which measures the deviations 
from the expected distribution of observations when they are in the 
form of two categories 
Causative / causal 
relationship 
A way of describing how a cause and effect interact 
Correlation matrix Analysis used to quantify the association between two continuous 
variables 
Cronbach Alpha Measure of the internal consistency of a measurement or test 
Descriptive statistics Brief descriptive coefficients that summarize a given data set, which 
can be either a representation of the entire population or a sample of it 
Dyad Something that consists of two elements or parts 
Empirical investigation Investigation used to answer empirical questions which are clearly 
defined and arise from empirical data collected evidence (data) 
Empirical study / research Research using empirical evidence that is analyzed quantitatively or 
qualitatively 
Hypothesis A supposition or proposed explanation made on the basis of limited 
evidence as a starting point for further investigation 
Inferential statistics Statistics used from sampled data to find out what the population thinks 
Likert scale Psychological measurement device that is used to gauge attitudes, 
values and opinions.  It functions by having a person complete a 
questionnaire 
Measurements Questionnaires used to collect data for the study 
One-sample test Statistical procedure used to determine whether a sample of 
observations could have been generated by a process with a specific 
mean 
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Research site(s) Workplaces where the data was collected 
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CHAPTER 1 - ORIENTATION 
1.1. Introduction 
 
Anderson, Potočnik and Zhou (2014, p.3) states that “innovation and creativeness in the working 
environment have become key determinants of company’s performance, long-term survival and 
business success.”  This is supported by Seybold (2014, p.3) who stated that “the capability to innovate 
keeps an organization on top of rivalry.  The quicker and better the company innovates, the more 
probable it is for it to continue as a leader and trend setter.”   
 
It is therefore a business imperative to encourage innovation in order to remain relevant.  Management 
should be able to create a conducive environment for innovation through their leadership style. 
 
1.2. Theoretical background of the study 
 
The significance of innovation will further persist into the future as the level of competitiveness 
intensifies and uncertainty of the business world increase (Han, Oh, Im, & Chang, 2012).  With these 
conditions, companies are compelled to detect and employ leaders who can positively influence 
innovation in the working environment (Stempihar, 2013).  This becomes essential for companies based 
in the emerging economies facing volatile business conditions, unstable institutions and extreme 
microeconomic unpredictability (Farashahi & Hafsi, 2009).  According to Tipu and Fantazy (2012), 
during such times, leadership is faced with a difficult responsibility of embedding a strong culture that 
emboldens innovation which is the foundation of this research study to investigate the impact of 
transformational leadership (TL) on employee innovation (EI) with work self-efficacy as the mediator. 
 
Wright and Pandey (2010) mentioned that transformational leaders have an ability to profoundly change 
expectations and attitudes of their subordinates, as a result please the high level needs (Srithongrung, 
2011).  While transactional leaders encourage their subordinates through trading rewards in lieu of 
performance, which purely satisfies the needs at the lower level.  Moreover, with transformational 
leadership satisfying the high order needs, it has regularly been observed as being far superior in 
creating wanted results compared to transactional leadership (Bass & Riggio, 2006).  With the 
transformational leaders being exemplary and modelling behaviour in line with self-efficacy, empirical 
investigation has established that their subordinates do display comparable qualities (Podsakoff, 
MacKenzie, Moorman, & Fetter, 1990).  For example, Salanova, Lorente, Chambel, and Martinez (2011) 
established that transformational leadership positively influences the nurses’ self-efficacy.  Along the 
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same lines, Liu, Siu, and Shi (2010) established that transformational leadership improved employees’ 
self-efficacy in public and private sectors. 
 
Redmond, Mumford and Teach (1993) claimed that the individual’s innovative efforts in the working 
environment has significant influences on the performance of the organization.  Additionally, they 
postulated that the leadership that outlines group goals whilst controlling important resources can create 
circumstances and conditions that stimulate their subordinates to be involved in creative endeavours to 
achieve their goals.  According to (Amabile, Conti, Coon, Lazenby, and Herron, 1996; Mumford and 
Gustafson, 1988) the research established that leadership does have the ability to make a favourable 
climate for the employees to be innovative and creative. 
 
1.3. Research problem 
 
Studying variables separately is useful.  The challenge is posed by resources that are limited especially 
when innovation has been acknowledged as an imperative to organizational strategy and a desired 
positive organizational behaviour.  Municipalities will have an ability to understand the predictor 




The following hypothesis was developed for the study. 
 
1.4.1. Primary hypothesis 
 
• Alternative hypothesis – there is a significant relationship of transformational leadership, self-
efficacy with employee innovation. 
• Null hypothesis
 
– there is no significant relationship of transformational leadership, self-efficacy 
with employee innovation. 
 
1.4.2. First sub-hypothesis 
 




– there is no significant relationship of transformational leadership with self-
efficacy. 
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1.4.3. Second sub-hypothesis 
 
• Alternative hypothesis – there is a significant relationship of self-efficacy with employee innovation. 
• Null hypothesis
 
– there is no significant relationship of self-efficacy with employee innovation. 
 
1.4.4. Third sub-hypothesis 
 




– there is no significant relationship of transformational leadership with employee 
innovation. 
 
1.5. Research objectives 
 
Emanating from the preceding research hypothesis, the following research objectives and goals have 
been set forth. 
 
1.5.1. Main objective 
 
To empirically examine the causative relationship of transformational leadership, self-efficacy with 
employee innovation in the South African local government sector.   
 
1.5.2. First sub-objective 
 
To empirically examine the causative relationship of transformational leadership with self-efficacy. 
 
1.5.3. Second sub-objective 
 
To empirically examine the causative relationship of self-efficacy with employee innovation. 
 
1.5.4. Third sub-objective 
 
To empirically examine the causative relationship of transformational leadership with employee 
innovation. 
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1.6. Preview of the literature review 
 
1.6.1. Definition of variables 
 
1.6.1.1. Transformational leadership 
 
Transformational leadership put emphasis on the “exchange process based on the 
accomplishment of  contractual obligations in which the leader normally sets objectives and 




Self-efficacy refers to “an individual’s confidence that an employee possesses to successfully 
and effectively perform a particular task  (Elias, Barney & Bishop, 2013, p.812; Walumbwa, 
Cropanzano, & Goldman, 2011, p.154) ”.   
 
1.6.1.3. Employee innovation 
 
Employee innovation refers to  “the behaviour directed towards the initiation and application 
of new and useful ideas, processes, products or procedures within a work role, group or 
organization (de Jong & den Hartog, 2007, p.43) ”.   
 
1.6.2. The antecedents of employee innovation  
 
The viewpoint of different scholars state that employee innovation can be regarded as a consequence of 
strategy, organizational culture and climate, style of leadership, sound human resource practices and 
people in the organization (Rkdahl & Rjesson, 2011; Birken, Lee, Weiner, Chin, Chiu, & Schaefer, 
2015; Ryan & Tipu, 2013; Díaz-García, González-Moreno & Sáez-Martínez, 2013; Büschgens, Bausch, 




Birken, et al. (2015) investigated how the support of upper management affect the commitment 
of middle management.  The study used 136 participants from 120 US health centers.  The 
findings revealed that upper management increase middle management’s commitment through 
directly communicating with middle management that implementing innovation is a strategic 
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imperative.  In addition, there has to be an allocation of implementation policies and practices 
including human resources, training, performance reviews, budget and encouraging middle 
management to leverage human resources and performance reviews in order to succeed in the 
implementation of innovation. 
 
1.6.2.2. Organizational culture  
 
Büschgens, et al. (2013) conducted a meta-analytic review of innovation and organizational 
culture.  It comprised of 43 studies and the pooled sample size was 6341 companies.  The results 
of the pooled data confirmed the hypothesis that management in innovative companies most 
likely implement a culture of development in their firms, which emphasizes a flexibility and 
external positioning.  They further asserted that management following a strategy of radical 
innovation should create a culture of development in their companies. 
 
1.6.2.3. Organizational climate 
 
Rkdahl and Rjesson (2011) investigated the preconditions for innovation at organizational level 
with regards to the companies’ organizational capabilities and climate for innovation, and how 
they could better their processes of innovation.  It used 9 large Nordic (Norwegian and Swedish) 
manufacturing companies based in the forestry sector.  The findings revealed that forestry-
based organizations have creativity and possess the innovation potential.  Nonetheless, the 
innovation capabilities, which are the capabilities to do unique things and to be adventurous 
with ideas, fluctuate among organizations.  The study made emphasis of management 
awareness and willingness, and the implementation of a strategy for innovation as the two 
obvious capabilites that are important in innovation.  The creation of an appropriate managerial 
action or climate will increase the innovation output.   
 
1.6.2.4. Style of leadership 
 
Ryan and Tipu (2013) examined the dimensions of leadership of a full range leadership model 
and the relationship between leadership and propensity to innovate.  The study used 548 
participants in Pakistan.  The findings revealed that leadership that is active strongly and 
positively influence the propensity to innovate, while the leadership that is passive and full of 
avoidance has a significant but weakly positive effect on the propensity to innovate. 
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1.6.2.5. Human resource practices 
 
Changa, et al. (2011) investigated how companies in the hospitality sector can encourage 
radical and incremental innovation through human resource management practices such as 
selection and training.  It used 196 participants from independent hotels and restaurants in China.  
The results revealed that the employment of multi-skilled essential customer contact employees 
and training, multi-skilling them both have significant and positive effects on radical and 




Díaz-García, et al. (2013) examined how diversity of gender in the Research and Development 
teams, among other factors, impacts innovation using Spanish participants.  The results 
indicated that the diversity of gender has a positive correlation to radical innovation.  
Nevertheless, it doesn’t endorse incremental innovation in a similar manner.  The constructive 
relationship happens under specific circumstances of the job as the two innovation types 
(radical and incremental) may necessitate different skills set to be performed effectively. 
 
1.6.3. The relationship of TL, self-efficacy with employee innovation 
 
1.6.3.1. Transformational leadership with self-efficacy 
 
Chou, Lai and Liu (2015) explored the link between transformational leadership and 
subordinates’ intention to adopt new technology with self-efficacy as the mediator.  It used 346 
participants form 7 Taiwanese companies.  The results revealed that transformational leadership 
positively exerts its influences on subordinates’ intention to adopt new technology.  In addition, 
the result also supports that self-efficacy is a full mediator of the relationship between 
transformational leadership and subordinates’ intention to adopt new technology. 
 
1.6.3.2. Self-efficacy with employee innovation 
 
Hu and  Zhao (2016) examined how creative self-efficacy plays a mediating role in the 
relationship between employee innovation and knowledge sharing with job satisfaction as a 
moderator.  It used 274 participants from China.  The results revealed that creative self-efficacy 
and knowledge sharing had a positive correlation with employee innovation and that creative 
self-efficacy mediates the effects of innovation and knowledge sharing. 
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1.6.3.4. Transformational leadership with employee innovation 
 
Weng, Huang, Huang, and Wang (2012) examined the effect of transformational leadership on 
the innovative behaviour of nurses with the mediating effect of organizational climate.  The 
study used 439 nurses from hospitals in Taiwan.  The results revealed that organizational 
climate has an important effect on innovation behaviour.  They also revealed that 
transformational leadership has unintended consequences on innovative behaviour with the 
mediating effect of innovation and safety climates for patients.    
 
1.6.3.5. TL, self-efficacy with employee innovation 
 
Jaiswal and Dhar (2015) examined the role transformational leadership has in the prediction of 
employee creativeness.  It also investigated the roles of innovation climate as a mediator and 
creative self-efficacy as a moderator.  It used 372 employees together with their direct superiors 
in the Indian hospitality industry.  The results revealed that transformational leaders can 
encourage an innovation climate that encourages creativity of employees.  Furthermore, an 
important moderating effect of creative self-efficacy was established in the relationship 
between employee creativity and innovation climate.  The results revealed that employees with 
higher degrees of creative-self-efficacy make use of creative behaviour when afforded a 
supportive innovation climate. 
 
1.6.3.6. Literature gap 
 
Although the variables have been extensively studied in prior research, they have not been 
examined in a South African context.  Most of the available literature is from the European, 
North Africa and Asian countries.  It is therefore important to understand the relationship of the 
variables within the South African context due to different cultures and beliefs across the globe.  
A leadership style can be construed differently by respondents from developed versus 
developing countries. 
 
1.7. Conceptual framework 
 
Figure 1.  Conceptual framework for the study 
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The study will investigate the impact of transformational leadership as a ‘predictor variable’ on 
employee innovation ‘predicted variable’.  The relationship will be mediated by self-efficacy. 
 
1.8. Importance of the study 
 
The planned study will offer leadership for the South African local government with some 
comprehension of the relationship of transformational leadership, self-efficacy with employee 
innovation.  In theory, the results will add to the body of knowledge by furnishing a better explanation 
of how the transformational leadership style enhance employee innovation.  Moreover, the planned 
study will add value to scholarly research by coming up with a prototype that clarifies the relationship 
of transformational leadership, self-efficacy with employee innovation in the South African local 
government context. 
 
1.9. Rationale of the study  
 
The study should be conducted in order to establish if there is a significant influence of transformational 
leadership on employee innovation with self-efficacy as the mediator.  If the study is not conducted, 
local government leaders may never be aware of the most efficient leadership style to adopt in order to 
improve creativity or innovativeness in the workplace. 
 
1.10. Research methodology 
 
1.10.1. Research design 
 
The study will be a “cross-sectional research design containing different age groups which will be 
studied in terms of one or more variables simultaneously” (Welman, Kruger, & Mitchell, 2005).   
 
 
1.10.2. Research approach 
 
This study will be centred on “the positivist approach which studies the observable human behaviour 
and underlies the natural-scientific method in human behavioural research”.  It will be a quantitative 
study which will “evaluate objective data consisting of numbers and deal with the abstraction of reality 
whilst being descriptive in nature meaning that it will be trying to understand the way things are” 
(Welman, et al., 2005).   
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1.10.3. Research sites 
 
The Mandeni Municipality located in Mandeni and the City of Umhlathuze in Richards Bay are the 
chosen research sites for the study.  Both research sites are based in KwaZulu-Natal.  They were chosen 
because of staff compliments over 1000 and combined will be able to provide a sample required by the 
study.  In addition to that, some element of goodwill from within the two research sites was relied upon 
as it is generally difficult to access organizations for research purposes.  The research sites were also 
within reach of the researcher.  
 
1.11. Target population 
 
The target population was 3340 comprising of the employees from the Mandeni Municipality and the 
City of Umhlathuze. 
 
1.12. Sampling strategies 
 
A simple random sample was used by the researcher. 
 
1.13. Sample size 
 




A sample frame of 164 questionnaires was gathered thereafter a simple random sample used by the 
researcher to get the final sample of 141. 
 
1.15. Data collection 
 
Data was collected manually using a survey strategy at Mandeni Municipality and the City of 
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1.15.1. Transformational leadership 
 
The transformational leadership behaviour inventory (TLI) will be used as a measurement for 
Transformational leadership.  It was developed by Podsakoff, MacKenzie, Moorman and Fetter (1990).  
According to them, “the instrument was designed to measure six key dimensions of transformational 
leadership namely; articulating a vision, providing an appropriate model, fostering the acceptance of 





A work self-efficacy scale will be used to measure self-efficacy that was developed by Avallone, Pepe, 
and Porcelli (2007).  According to Pepe, Farnese, Avalone, and Vecchione (2010, p.204), “it is based 
on two factors, which are relational willingness and commitment.  It measures observations regarding 
specific work spheres such as the capability to manage interpersonal relations (colleagues and direct 
superiors), to work with colleagues with different traits and experiences, to efficaciously behave in the 
work setting, to learn new working approaches, to respect schedules and work time limits and to achieve 
assigned objectives.” 
 
1.15.3. Employee innovation 
 
A multi-dimensional measure of individual innovative behaviour will be used as a measurement for 
employee innovation.  It was developed by Kleysen and Street (2001).  According to them, “it is based 
on five dimensions namely; opportunity exploration, generativity, formative investigation, 
championing and application.  It measures each factor with items related to the five dimensions.”  
 
1.16. Data quality control (reliability and validity) 
 
Cronbach’s coefficient alpha will be used to calculate reliability to evaluate the efficiency of the 
measures to the constructs.  According to Welman, et al. (2005), this is “a measure of the internal 
consistency of a measurement / test.  The index shows the degree to which all the items in a 
measurement / test measure the same attribute”.  The tolerable score in business research is .70.  Each 








1.17.1. Transformational leadership 
 
According to Podsakoff, et al. (1990), “the measuring instrument contains twenty two-items measured 
on a five-point Likert scale.  Items are preceded by “My leader …..”  The first item reads (“….Has 
provided me with new ways of looking at things which used to be a puzzle for me.”).”  The highest 
score is 110 and the low score is 22.  A high or low score will signify the magnitude of transformational 




According to Pepe, et al. (2010), “the measuring instrument comprises of ten-items measured on a five-
point Likert scale.  The first item talks about a tendency towards or attention to relationships with 
colleagues and superiors (e.g. “….achieve goals that will be assigned”).”  The highest score is 50 and 
the lowest score is 10.  A high score represents employee’s belief in the ability to carry out the given 
duties and a low score symbolizes scepticism in the ability to carry out the given duties. 
  
1.17.3. Employee innovation 
 
According to Kleysen and Street (2001), “the measuring instrument comprises of fourteen items 
measured on a six-point Likert scale.  Items begin with “In your current job, how often do you?  The 
first item reads (“….look for opportunities to improve an existing process, technology, product, service 
or work relationship?”).”  The highest score is 84 and the lowest score is 14.  A high or low total 
represents the extent of innovativeness among the survey participants.  
 
1.18. Data analysis 
 
Data analysis was done using the SPSS statistical package.  The descriptive data will be produced 
initially so that the sample demographics will be understood.  This will be presented with averages for 
continuous variables (e.g. race and gender etc.).  Inferential statistics will also be generated using the 
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1.19. Ethical considerations 
 
During the administration of the survey, the researcher will attach the Participant Information Sheet 
(Appendix E) on each questionnaire to ensure that the participant if fully aware of the research 
objectives.  Confidentiality of the completed surveys will be maintained as the researcher will collect 




This chapter outlined the contents of this research report.  It presented the theoretical background of the 
study first then the research problem, hypothesis and the objectives.  Thereafter, a mini-literature review 
was conducted in order to lay a foundation of what would be covered in the Chapter 2.  It also gave a 
preview of what the methodology of the study contains.  Other important elements like study limitations 
and ethical considerations were also unpacked.  The oncoming chapters are as follows: 
 
Chapter 2:  The chapter will present the theoretical basis of the study commencing with the definition 
of constructs and then describing the antecedents of employee innovation.  Relationships between the 
transformational leadership, self-efficacy and employee innovation will then be investigated in isolation 
using previous literature from various authors.  A summary of the literature review will be done to 
conclude the chapter.   
 
Chapter 3:  The chapter will outline the research methodology used when conducting this research study.  
It comprises of a purpose of the investigation, a description detailing the composition of the sample and 
the measurement instruments that have been used in the study.  The research design, collection of data 
and data analysis are also described in the chapter.    
 
Chapter 4:  The chapter will present the results from the collected data.  It comprise of the sample 
demographics, descriptive statistical analysis of the constructs, correlations, inferential statistical 
analysis and the relationship of transformational leadership with employee innovation mediated by self-
efficacy.   
 
Chapter 5:  The final chapter conducts discussions centred on the research objectives that were set out 
in this chapter.  The discussions will communicate the finding of the study which will be informed by 
chapters 2 (literature review) and 4 (statistical results).  The discussion will also confirm the hypothesis 
that has been described earlier in this chapter.  The recommendations will be made based on the findings 
and limitations delineated in order to be considered for future research of similar nature. 
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The oncoming chapter covers the previous literature that studied the variables for this study.  It is 
divided into three sub-sections namely; definition of concepts, antecedents of the predicted variable and 
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CHAPTER 2 - LITERATURE REVIEW 
2.1. Introduction 
 
The chapter conducts an evaluation of previous studies to establish what the relationship of 
transformational leadership, self-efficacy and employee innovation entails.  It will start by defining the 
three constructs which will be followed by the precursors or antecedents of employee innovation.  
Thereafter, prior empirical studies that examined the relationship of the three constructs will be analyzed 
in order to establish the findings with regards to the relationship of the constructs.  A summary of the 
key findings from the literature review will be done and any gaps in the literature identified and 
communicated in the last chapter.  In conclusion, a conceptual framework for the variables involved in 
this study will be developed based on the literature findings.  For this research, innovation and creativity 
will be used interchangeably. 
 
2.2. Concept definition 
 
2.2.1. Transformational leadership 
 
Transformational leadership is the “process whereby leaders engage and influence their followers 
towards attaining a shared vision through their capacity to inspire, innovate and personalize their 
attention (MacKie, 2014, p.118)”.  Similarly, transformational leadership put emphasis on the 
“development and intellectual inspiration of subordinates, and motivates subordinates to pursue greater 
collective goals, visions and missions that transcend personal interests and clearly convey attractive 
visions  (Casida & Parker, 2011, 479)”. 
 
Along the same lines Warrick (2011, p.12) described transformational leadership as “a process by which 
leaders bring about significant positive changes in individuals, groups, teams, and organizations by 





According to Elias, et al. (2013, p.812), work self-efficacy, is defined as “an employee’s belief that he 
or she has what it takes to perform his or her job both successfully and effectively”.  On the same note,  
Walumbwa, et al. (2011, p.154) defined self-efficacy as an “individual’s belief in his or her ability to 
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successfully perform tasks”.  Stated differently, self-efficacy can be defined as an “individual’s belief 
in one’s capability to organize and execute the courses of action required to produce given attainments 
(Liao, Liu, & Loi 2010, p.1091)”. 
 
2.2.3. Employee innovation or creativity 
 
Yuan and Woodman (2010, p.323) described employee innovation as “conducting tasks beyond team, 
group, or organization routine, including a willingness to take risks”.  Along the same lines  de Jong 
and den Hartog (2007, p.43) defined employee innovation as “the behaviour directed towards the 
initiation and application of new and useful ideas, processes, products or procedures within a work role, 
group or organization”.  On a slight change of terminology, employee creativity refers to “an individuals’ 
generation of novel and useful products, ideas and procedures that are the raw materials for innovation” 
(Jeevan & Manisha, 2015, p.81). 
 
2.3. The antecedents of employee innovation  
 
The viewpoint of different researchers state that employee innovation can be regarded as a consequence 
of strategy, organizational culture and climate, style of leadership, sound human resource practices and 
people in the organization (Zhand & Begley, 2011; Rkdahl & Rjesson, 2011; Birken, et al., 2015; Ryan 
& Tipu, 2013; Díaz-García, et al., 2013; Büschgens, et al., 2013; Changa, Gong, & Shum, 2011;  Slåtten, 
2011; Engelen, Flatten, Thalmann, & Brettelon, 2014; Kaliappen & Hilman, 2014;  Prieto & Perez-




A contribution by Kaliappen and Hilman (2014) studied the influence of service innovation on the 
relationship of organizational performance and differentiation strategy.  The findings revealed that the 
differentiation strategy does have a positive influence on organizational performance with a partial 
mediation of service innovation. 
 
Birken, et al. (2015) conducted a study that investigated how the support of upper management affect 
the commitment of middle management.  The study used 136 participants from 120 US health centers.  
The findings revealed that upper management increase middle management’s commitment through 
directly communicating with middle management that implementing innovation is a strategic 
imperative.  In addition, there has to be an allocation of implementation policies and practices including 
human resources, training, performance reviews, budget and encouraging middle management to 
Page | 16  
 
leverage human resources and performance reviews in order to succeed in the implementation of 
innovation. 
 
2.3.2. Organizational culture  
 
Büschgens, et al. (2013) conducted a meta-analytic review of innovation and organizational culture.  It 
comprised of 43 studies and the pooled sample size was 6341 companies.  The results of the pooled 
data confirmed the hypothesis that management in innovative companies most likely implement a 
culture of development in their firms, which emphasizes a flexibility and external positioning.  They 
further asserted that management following a strategy of radical innovation should create a culture of 
development in their companies. 
 
Subsequently, Engelen, et al. (2014) studied the relationship of organizational culture and innovation 
where they analyzed the influence of organizational culture on the organization’s entrepreneurial 
orientation and how the relationship is impacted on by national culture.  The study used 643 respondents 
from Germany and Thailand.  The findings revealed that a flexible organizational culture is mostly 
effective in order to achieve entrepreneurial alignment, particularly in countries with cultures that are 
individualistic with and low power distance, whereas a multi-layered organizational culture is usually 
an obstacle to entrepreneurial alignment. 
 
2.3.3. Organizational climate 
 
Zhand and Begley (2011) studied the relationship of organizational climate and creativity with two 
groups of R&D professionals from China.  The findings revealed a positive relationship between 
organizational climate and innovation. 
 
Rkdahl and Rjesson (2011) investigated the preconditions for innovation at organizational level with 
regards to the companies’ organizational capabilities and climate for innovation, and how they could 
better their processes of innovation.  It used 9 large Nordic (Norwegian and Swedish) manufacturing 
companies based in the forestry sector.  The findings revealed that forestry-based organizations have 
creativity and possess the innovation potential.  Nonetheless, the innovation capabilities, which are the 
capabilities to do unique things and to be adventurous with ideas, fluctuate among organizations.  The 
study made emphasis of management awareness and willingness, and the implementation of a strategy 
for innovation as the two obvious capabilites that are important in innovation.  The creation of an 
appropriate managerial action or climate will increase the innovation output. 
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2.3.4. Style of leadership 
 
Ryan and Tipu (2013) studied the dimensions of leadership of a full-range model of leadership and the 
relationship between leadership and propensity to innovate.  The study used 548 participants in Pakistan.  
The findings revealed that leadership that is active strongly and positively influence the propensity to 
innovate, while the leadership that is passive and full of avoidance has statistical significance with a 
positive but weak effect on the inclination to innovate. 
 
Mokhber, et al. (2015) studied the influence of transformational leadership on innovation within an 
organization.  The study used 219 respondents from Iran.  The findings revealed a strongly positive 
relationship of transformational leadership with innovation within an organization. 
 
2.3.5. Human resource practices 
 
Changa, et al. (2011) investigated how companies in the hospitality sector can encourage radical and 
incremental innovation through human resource management practices such as selection and training.  
It used 196 participants from independent hotels and restaurants in China.  The results revealed that the 
employment of multi-skilled essential customer contact employees and training, multi-skilling them 
both have significant and positive effects on radical and incremental innovation. 
 
Prieto and Perez-Santana (2014) studied the role of high-involvement Human Resource practices in the 
employee’s innovative behaviour.  The study used 198 participants from Spain.  The findings revealed 
that HR practices that enhance the ability and opportunity are positively correlated to innovative work 




Slatten (2011) investigated the link of innovation and people using some of the effects of positive 
emotions and precursors from the perspective of employees.  The study used 279 respondents from 
Norway and the results revealed that both work role benefit and employee perception of management 
are positively linked to the employees’ innovative behavior and feelings of joy.  The results established 
that the employee’s feelings of joy had a direct effect on their innovative behavior.    
 
Díaz-García, et al. (2013) examined how diversity of gender in the Research & Development teams, 
among other factors, impacts innovation using Spanish participants.  The results indicated that the 
diversity of gender has a positive correlation to radical innovation.  Nevertheless, it doesn’t endorse 
Page | 18  
 
incremental innovation in a similar manner.  The constructive relationship happens under specific 
circumstances of the job as the two innovation types (radical and incremental) may necessitate different 
skills set to be performed effectively. 
 
2.4. Literature review of the relationship of TL, SE and EI 
 
When unpacking Transformational leadership in the book titled ‘Leadership in Organizations’, Yukl 
(2013) expresses that the core of transformational leadership seems to be inspiring, developing and 
empowering subordinates.  A transformational leader possibly does a lot to empower subordinates in 
making them independent from the leader.  This would include, delegation of substantial authority for 
teams or individuals, developing the skills of subordinates and the belief in themselves, making 
privileged information directly accessible to them, removing unnecessary red tape and creating a strong 
culture that backs empowerment (Yukl, 2013).   
 
The literature review below will verify if the aforementioned attributes for a Transformational leader 
does have a positive influence on employee innovation.  Prior studies will be evaluated using the three 
constructs for the study in isolation.  Lastly, prior studies comprising of all three constructs will be 
evaluated.   
 
2.4.1. Transformational leadership with self-efficacy 
 
Liu, Siu and Shi (2010) studied the link of transformational leadership with employee well-being with 
self-efficacy and trust in the leader as mediators.  The study used 745 respondents from China.  The 
findings revealed that self-efficacy and employee’s trust in the leader moderately mediated the effect 
transformational leadership has on job satisfaction, and was a full mediator of the transformational 
leadership’s influence on perceived work stress and symptoms.  The “trust in the leader” is also 
supported by Yukl (2013) who mentioned that a transformational leader’s actions should show 
confidence and optimism.  Subordinates will not buy into a vision without the leader showing belief 
and self-confidence. 
 
Walumbwa and Hartnell (2011) studied how the opinion of employees on interpersonal identification 
with their superior and self-efficacy as a mediator in the relationship of transformational leadership with 
supervisor-rated performance.  The study used 501 respondents from the South-Western United States 
of America.  According to the findings, interpersonal identification with the superior mediates the 
relationship of transformational leadership with self-efficacy, which then had a positive relationship 
with employee performance. 
Page | 19  
 
Salanova, Lorente, Chambel and Martinez (2011) examined the relationship between superiors’ extra-
role performance of staff nurses and transformational leadership with the mediation of work 
engagement and nurse self-efficacy.  The study used 280 respondents from Portugal.  Results showed 
a model of full mediation whereby transformational leadership accounted for extra-role performance 
through work engagement and self-efficacy.  The findings also revealed that transformational leadership 
has a direct link with work engagement. 
 
Waqas Raja (2012) examined how transformational leadership leads to high employee engagement in 
the companies in the services sector.  The study used 150 respondents from Pakistan.  The results 
showed that fairness perception, employee self-efficacy and self-esteem have a strong influence on 
employee engagement as well as other aspects of transformational leadership.  It means that, only those 
employees which have higher levels of self esteem and self-efficacy and who think that they were fairly 
treated show high engagement levels when afforded inspirational motivation.  
 
Subsequently, Kurt, Duyar and Calik (2012) tested the relationship of principal leadership with teacher 
self-efficacy which is a variable that has proved to have an influence on student achievement.  It focused 
on collective efficacy.  The study used 813 respondents who were teachers from Turkey.  The findings 
revealed that transformation leadership together with collective efficacy shape teachers’ self-efficacy.  
A significant relationship of principal’s transformational leadership with teachers’ self-efficacy beliefs 
existed.  In support of that finding, Yukl (2013) stated that the ability of a vision to bring about 
motivation is dependent on the follower’s belief that it is achievable.    
 
Kovjanic, Schuh, Jonas, van Quaquebeke, and van Dick (2012) had a contribution which tried to 
combine and extend theory on self-determination and transformational leadership.  It suggested that the 
fulfilment of follower’s basic necessities (competence, relatedness and autonomy) which mediated the 
relationship of transformational leadership and outcomes of employee  (self-efficacy,  job satisfaction 
and commitment to the leader).  The study involved employees from Germany (410) and Switzerland 
(442).   Results revealed that the necessity to fulfill competence is the only mediating variable of the 
relationship of transformational leadership with occupational self-efficacy.   
 
Aggarwal and Krishnan (2013) examined the relationship when they reported a study on how the 
subordinates’ self-efficacy is improved by their use of strategies to manage impressions on supervisors 
and the influence of transformational leadership in improving subordinates’ self-efficacy.  It used 112 
respondents from the IT industry in India.  The findings revealed that transformational leadership with 
the subordinates’ self-efficacy have a positive relationship. 
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Gregersen, Vincent-Höper and Nienhaus (2014) studied whether occupational self-efficacy is a 
mediating variable of the effect of transformational leadership on perceived negative well being.  The 
study used 339 respondents from Germany.  The results showed that the ccupational self-efficacy level 
does not moderate the influence of transformational leadership behavior on perceived negative well 
being. 
 
Hamidianpour, Esmaeilpour, Alizadeh and Dorgoee (2014) examined and explained the influence of 
transformational leadership on work engagement, self-efficacy, individual performance and social 
competence.  The study used 216 participants from nine hospitals in South Kalimantan Province of 
Indonesia.  The findings revealed that transformational leadership significantly influenced self-efficacy.  
The implication is that transformational leadership encourages employees to do a job better than what 
followers want and even more than what has been anticipated earlier.  It means that leaders can inspire 
followers to have trust and faith in themselves that they can perform the job better.   
 
This finding is in line with what Yukl (2013) who mentioned that the transformational leader should be 
leading by example.  Another approach a leader can provide inspiration to follower commitment is 
exemplary behaviour in his day-to-day dealings with them (role modelling). 
 
Elkhani, Soltani and Ahmad (2014) identified the external factors which influence enteprise resource 
planning (ERP) system acceptance.  This was motivated by the awareness that transformational 
leadership and ERP system self-efficacy are crucial external factors that can have an impact on the ERP 
system acceptance.  The study used 151 participants from the   The results revealed that transformational 
leadership can either directly or indirectly influence perceived usefulness via the assimilation of self-
efficacy in a positive manner. 
 
Chou, et al. (2015) explored the link between transformational leadership and subordinates’ intention 
to adopt new technology with self-efficacy as the mediator.  It used 346 participants form 7 Taiwanese 
companies.  The results revealed that transformational leadership positively exerts its influences on 
subordinates’ intention to adopt new technology.  In addition, the result also supports that self-efficacy 
fully mediates the relationship of transformational leadership with the subordinates’ intention to adopt 
new technology. 
 
Masterova, Prochazka and Vaculik (2015) investigated the relationship of a leaders’ self-efficacy, 
effectiveness and transformational leadership.  The study used 32 leaders and 604 subordinates from 
two Czech Republic universities.  The findings were not in favour of the relationship of self-efficacy 
with transformational leadership. 
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Ninkovic´ and Floric (2016) explored the relationship of transformational school leadership, teacher 
self-efficacy with perceived collective teacher efficacy.  The study used 120 participants who were 
Serbian Secondary School Teachers.  The results revealed that transformational school leadership with 
teacher self-efficacy independently predicted teacher collective efficacy. 
 
Caillier (2016) developed a causal model to discover precisely how transformational leadership with 
goal clarity work together to impact , extra-role behaviors, self-efficacy and intentions to leave the 
employer.  The study used 913 participants from the USA.  The results revealed that goal clarity 
completely mediates the relationship of transformational leadership with both extra-role behaviors and 
self-efficacy.  Goal clarity was also found to be a partial mediator of the relationship of transformational 
leadership with intentions to leave the employer.  Furthermore, self-efficacy positively influences the 
extra-role behaviors and intentions to leave the employer. 
  
Jacque-Corey (2017) established the Youth Transformational Model to find out the positive relationship 
that leadership self-efficacy, acquaintance, and social intelligence have on transformational leadership 
skills.  The study used 142 participants who were students from the USA.  The findings established that 
while the formal leadership role had a positive relation to the experience of the leader and self-efficacy, 
only the experience of the leader had a relationship with leadership self-efficacy, social intelligence, 
and transformational leadership skills.  The results further revealed that leadership self-efficacy and 
social intelligence partially mediates the expereince of the leader and transformational leadership skills 
relationship. 
 
2.4.2. Self-efficacy with employee innovation 
 
Schutte (2010) studied whether the initiative intended to escalate self-efficacy meant for 
transformational leadership leads to additional self-efficacy for transformational leadership and higher 
levels of transformational leadership.  The study used 118 Managers from Australia.  The findings 
revealed that managers in the mediation state displayed considerably greater levels of self-efficacy for 
transformational leadership and higher transformational leadership scores compared to the control 
group managers after the test. 
 
Hsiao, Chang, Tu and Chen (2011) examined the influence of self-efficacy on innovative work 
behaviour (IWB).  The study used 546 participants from the northern region of Taiwan.  The findings 
revealed a strong positive relationship of teacher’s self-efficacy with innovative work behaviour.  
Additionally, teachers demonstrating higher levels of self-efficacy had better work innovative 
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behaviour.  Based on the finding, the authors therefore concluded that teacher’s self-efficacy is a 
significant predictor of IWB. 
 
Hsu, Hou and Fan (2011) studied the relationship of creative self-efficacy, optimism and innovative 
behaviour, with optimism as the moderator.  It was a longitudinal study which involved 120 participants 
from Taiwan.  The results revealed that employees portraying increased levels of creative self-efficacy 
in turn exhibit increased levels of innovative behaviour in the workplace.  Optimism had no direct 
bearing on employee’s innovative behaviour, instead it was a moderator.  The study advises that in the 
course of innovative activities, employees could display creative behaviour to perform their duties with 
success and thus enhancing the optimism and creative self-efficacy. 
 
Tierney and Farmer (2011) conducted a longitudinal study about the development of creative self-
efficacy in a continuing work setting.  The study used 503 respondents over a 6-month period from a 
state sponsored provider of social services in the USA.  The results showed that escalations in perceived 
creative expectation and employee creative role identity from superiors were related with improved 
feeling of employee ability to embark on creative work.  Conflicting to what was anticipated, employees 
who faced more necessity for creativity in their work in fact reported a lesser feeling of efficacy for 
embarking on work that is creative.  The findings indicate that escalations in creative self-efficacy 
matched with growths in performance that is creative as well. 
 
Beeftink, van Eerde, Rutte and Bertrand (2012) investigated how self regulation and an innovative 
thinking style are linked with self reported architect’s accomplishment.  The study used 276 respondents 
from Holland.  The findings discovered that an innovative reasoning style was directly and indirectly 
related, by means of self-efficacy to design, to the self assessment of becoming a prosperous designer.  
Furthermore, the research revealed that self-regulation, by means of self-efficacy had an indirect 
relation to being a prosperous designer and directly linked with becoming a prosperous businessperson.    
 
Ma, Cheng, Ribbens and Zhou (2013) studied the impact of ethical leadership on the creativeness of 
employees with the knowledge sharing and self-efficacy as mediating variables.  The study used 309 
respondents from China.  The results revealed that ethical leadership is positively correlated with the 
creativity of employees and self-efficacy and knowledge sharing mediated the relationship . 
 
Yu and Yuwen (2013) examined the effect of employee self-efficacy on the innovative behaviour and 
expected positive performance outcome (EPPO) as well as the influence of team conflict management 
styles.  These are competitive and cooperative conflict management style, on the relationship of 
innovative behaviour and employees’ expected positive performance outcome and also its direct effect 
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on the performance of the team.  The study used 391 respondents from Taiwan.  The findings revealed 
a positive relationship of self-efficacy, EPPO with innovative behaviour at an individual level.  
Furthermore, the study indicated that the expected positive performance outcome is somewhat a 
mediator of the relationship of self-efficacy with innovative behaviour.  The findings further revealed 
that at a group level, the team’s cooperative conflict style is positively linked to the performance of the 
team.  The team conflict management style moderated the relationship of innovative behaviour and 
expected positive performance outcome of employees. 
 
Bullough, Renko and Myatt (2014) examined the effects of entrepreneurial self-efficacy, perceived 
danger, and resilience on entrepreneurial intents in hostile conditions.  The study used 272 participants 
in Afghanistan.  The findings suggested that perceived danger is negatively correlated to an individuals’ 
entrepreneurial intents, but slightly less so among highly resilient individuals.  They further suggest that 
even under war conditions, individuals develop entrepreneurial intents if they are able to grow from 
difficulty (resilience) and trust in their entrepreneurial capabilities. 
 
Momeni, Ebrahimpour and Ajirloo (2014) evaluated the influence of self-efficacy of employees on their 
innovative behaviour.  The study used 500 employees from the Social Security Organization in Iran.  
The results confirmed the hypothesis "employees self-efficacy influences innovative job behavior" 
which had the level of significance P<0.05 level and parameter factor of 0.427.  This indicated that self-
efficacy positively influences innovative job behaviour.   
 
Along the same lines, Slåtten (2014) studied factors which are determinants of creative self-efficacy.  
These are job related, leader related and self-related factors.  The study used 345 respondents from 
Norway.  The results showed that job related factors were more significant determinants of creative 
self-efficacy.  The self-related and leader related factors (transformational leadership) followed behind.     
The findings further exhibited that creative self-efficacy positively influences activities related to 
innovation.    
 
Employers appreciate the entrepreneural side of the employees because it makes them creative.  This is 
supported by Dalborg and Wincent (2014) who demonstrated the importance of self-efficacy in 
comprehending the reason why an attractive idea may lead to a development of passion in an 
entrepreneur.  The study used 103 respondents from Sweden.  The results revealed that self-efficacy 
mediates the impact of pull-entrepreneurship on initiator passion signifying that being drawn towards 
prospects to establish a business is indirectly required for the development of entrepreneural passion.  
Instead, pull-entrepreneurship escalates self-efficacy and helps the individual in the development of the 
typical entrepreneural skills.     
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Hirst, van Knippenberg, Zhou, Zhu and Tsai (2015) investigated the relationship of in-role performance 
and creativity related to team exploration and exploitation climate respectively and its effect with the 
moderation of creative self-efficacy and domain-specific performance respectively.  The study used 387 
participants from Australia, Taiwan and China.  The findings revealed that with the high individual self-
efficacy, creativity benefits and there is a diminishing performance for the team climate.  This therefore 
confirms a positive relationship between the constructs.    
 
Malik, Butt and Choi (2015) proposed that rewards that are extrinsic in nature designed for creativity 
have a positive effect in predicting creative performance only in instances where the individuals have 
high creative self-efficacy and appreciate such rewards as significant.  They further proposed that such 
rewards (extrinsic) have a positive effect on the intrinsic motivation of individuals who have an internal 
locus of control, therefore improving their creative performance.  The study was conducted in Pakistan 
using 181 employee-supervisor dyads from two private universities.  The results revealed that creative 
self-efficacy siginificantly predicts creative performance and significantly moderates the relationship 
between creative performance and extrinsic rewards. 
 
Huang, Krasikova and Liu (2016) studied the effect of the leaders’ creative self-efficacy (CSE) on the 
followers’ creativeness.  The study used 650 participants from an Information Technology sector in the 
United States of America.  The findings revealed that the leaders’ CSE has an indirect influence on the 
followers’ inventiveness through the ability of the leader to encourage creativity and the follower to be 
engaged during the creative process.  Furthermore, the leader–member exchange (LMX) strengthens 
the relationship of subordinates’ creative process engagement with leader encouragement of 
creativeness.  Therefore, if there is a higher LMX, the leader CSE will most probably show a stronger 
positive influence on employees’ creativeness via the encouragement of creativity by the leader.   
 
Dampérat, Jeannot, Jongmans and Jolibert (2016) investigated the influence of creative self-efficacy 
and its determining factors as well as the impact of social proximity on creative collective efficacy.  In 
addition, they studied the predictive validity of creative collective efficacy using perceived originality 
of teams’ creative outcomes.  The study used 208 participants from France.  The findings confirmed 
that in a creativity session, the belief in collective creative ability influences the originality of the 
production.  The belief of each individual in his or her own creative ability (self-efficacy) influences 
the originality of the collective production through creative collective efficacy only. 
 
Hu and Zhao (2016) examined how creative self-efficacy mediates the relationship of innovation of 
employees with knowledge sharing having job satisfaction as a moderator.  It used 274 participants 
from China.  The results revealed that creative self-efficacy and knowledge sharing had a positive 
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correlation with employee innovation and that creative self-efficacy mediates the effects of innovation 
and knowledge sharing. 
 
Mohammadi and Azizmalayeri (2016) investigated the relationship of creativity with self-efficacy in 
the coaches involved in sports education.  The study used 90 participants from the city of Malayer in 
Iran.  The results revealed a significant relationship of creativity with self-efficacy. 
 
Chen, Li and Leung (2016) explored how and when the supervisors’ support is able to promote 
innovative behavior through using intrinsic motivational factors in moderation and employees’ general 
self-efficacy and internal locus of control as boundary conditions.  The study used 486 participants from 
various industries in China.  The findings revealed that general self-efficacy had an enhancing 
moderator influence, such that it improved the mediated relationship of supervisor support with 
employee innovative behavior through intrinsic motivational factors. 
 
Thundiyil, Chiaburu, Li and Wagner (2016) tested a model connecting Chinese employees’ positive 
and negative affect and creative self-efficacy with supervisor-rated creative performance in Chinese 
business.  The study used 459 leader-subordinate dyads as participants in China.  The results suggest 
that creative self-efficacy has a positive influence on creative performance. 
 
Puente-Diaz (2016) did a review of empirical studies investigating the precursors and outcomes of 
creative self-efficacy in the workplace.  The evaluation utililized the notion of social cognitive theory 
and individual creative action as the regulatory outlines to put creative self-efficacy in the innovation 
and creativity process, describe innovation and creativity, investigate the measurement criteia of 
creative self-efficacy, study the consequences and precursors of creative self-efficacy, identify 
knowledge gaps and provide practical implications and recommendations for future research.  The 
results revealed that creative self-efficacy as a process variable is a significant contributor in clarifying 
how several personal and organizational factors impact outcomes that are creative through their effect 
on creative self-efficacy. 
 
More recently, Saboor, Ilyas and Rehman (2017) investigated the influence of capability development 
and empowerment on the innovative behaviour of employees.  They furthermore examined worker’s 
creative self-efficacy in a moderating role.  The study used 200 participants from IT firms in Pakistan.  
The findings revealed that employee’s creative self-efficacy moderates the relationship of 
empowerment with capability development and the innovative behaviour of employees.   
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Murugesan and Jayavelu (2017) investigated the effect of the Big 5 personality traits and self-efficacy 
(SE) on entrepreneurial intentions (creativity).  The study used 248 participants in India.  The results 
confirmed a high relationship of entrepreneurial intention and self-efficacy.  The finding is supported 
by Akanbi (2013) who stated that the individual’s belief in their ability (self-efficacy) to succeed in any 
course is what a prospective entrepreneur requires to have success in his course. 
 
2.4.3. Transformational leadership with employee innovation 
 
According to Yukl (2013) the empirical investigation pertinent for the concepts of transformational 
leadership has been mainly positive but limited studies have explored the fundamental effect processes 
(mediation) that explain the positive association of leader behaviour with follower performance.  The 
studies below will try and investigate what actually is the underlying cause of the positive relationship 
between these two variables. 
 
Cheung and Wong (2011) studied the moderating effect of the leaders’ task and relations support on 
the relationship of transformational leadership with the levels of the creativity of the followers.  The 
study used 182 respondents from Hong Kong.  The findings revealed a positive relationship of 
transformational leadership with the creativity of followers tending to be stronger in instances where 
there is high levels of the leader’s task and relations support. 
 
Nusair, Ababneh and Bae (2012) provided an indepth comprehension of how transformational 
leadership is related to the innovative behaviour of subordinates.  The study used 358 participants from 
Jordan.  The results revealed that, transformational leadership explained 47% in the deviation of the 
innovative behaviour of followers.  Furthermore, the findings revealed that the workplace mediating 
variable had a significant influence on the approaches of the research participants towards the 
transformational leadership behaviour of their superiors and their innovative behaviour 
 
García-Morales, Jiménez-Barrionuevo and Gutiérrez-Gutiérrez (2012) scrutinized the influence of 
transformational leadership on the performance of the organization through the dynamic competencies 
of innovation and organizational learning.  The study used 168 respondents from Spanish firms.  The 
results revealed that transformational leadership positively impacts the performance of the organization 
through innovation and learning within the organization.  Learning within the organization influences 
the performance of the organization positively.  This happens directly and indirectly with the help of 
organizational innovation.  Finally, organizational innovation impacts the performance of the 
organization positively. 
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Paulsen, Callan, Ayoko and Saunders (2013) added to the knowledge of how transformational leaders 
impact Research and Development team consequences about being more innovative.  They focused on 
the group identification role as a mediator of innovative consequences.  The study used 104 participants 
from an R&D organization in Australia.  The findings showed that creativity perceived support and 
group identification exerted the same amount of independent effects as full mediators of the relationship 
of transformational leadership with the innovation of the team. 
 
Eisenbeiß and Boerner (2013) conducted an analysis of the dependence of subordinates on the leader 
as an appropriate negative side-effect in the relationship of transformational leadership with the 
creativity of subordinates and developed an integrative outline on comparable negative and positive 
effects of transformational leadership.  The study used 416 respondents from Germany.  The results of 
the study revealed that transformational leadership stimulates the creativity of subordinates but at the 
same time escalates the dependency of followers which in turn causes their ability to be creative to 
decline.  This adverse indirect consequence weakens the positive influence of transformational 
leadership on the ability of the subordinates to be creative.  The finding is contrary to what Yukl (2013) 
mentioned about transformational leaders in that they perhaps do more to empower subordinates and 
make them independent of the leader. 
 
Hoch (2013) investigated the relationship of shared leadership, as a collective within innovative 
behavior and team leadership as well as precursors of shared leadership with regards to the empowering 
leadership, composition of the team and vertical transformational leadership.  The study used 184 
respondents from two companies in the United States of America.  The findings revealed that vertical 
and shared leadership, not team composition, was positively related with the innovative behavior at 
team level.  Empowering and vertical transformational leadership and the composition of the team with 
regards to integrity were positively associated to shared leadership. 
 
Afsar, Badir and Saeed (2014) explored the mediating effect of psychological empowerment and the 
role of self-construal (independent and interdependent) in moderation on the relationship of 
transformational leadership with the innovative work behavior (IWB) of employees.  The study used 
726 respondents from China.  The findings indicated that psychological empowerment mediates the 
relationship of transformational leadership with IWB. 
 
Nijstad, Berger-Selman and de Dreu (2014) examined the CEO’s transformational leadership in the 
dissent innovation relation of Top Management teams (TMTs).  The study used 196 participants from 
36 TMTs in Netherlands.  The results revealed that dissent of the minority was positively correlated to 
the number of innovations executed by the TMTs.  That said, radical innovations were only observed 
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under high levels of transformational leadership.  It was further established that transformational 
leadership had this outcome because it was positively related with participative safety.  These results 
signify that minorities stimulate innovation and that with the use of transformational leadership, CEOs 
can build a climate in which the input of those in minority is converted into radical innovation.   
 
Similarly, Weng, et al. (2015) examined the effect of transformational leadership on the innovative 
behaviour of nurses with the mediating effect of organizational climate.  The study used 439 nurses 
from hospitals in Taiwan.  The results revealed that organizational climate has an important effect on 
innovation behaviour.  They also revealed that transformational leadership has unintended 
consequences on innovative behaviour with the innovation and safety climates for patients as mediator. 
 
The positive relationship of organizational climate with innovation is confirmed by Hamidianpour, 
Esmaeilpour, Alizadeh and Dorgoee (2015) who conducted a study which investigated the impact of 
emotional intelligence with organizational climate on employee creativeness and the entrepreneurial 
alignment within management.  The study used 183 respondents from Iran and the findings also 
established that organizational climate is a precursor for innovative behaviour. 
 
Jyoti and Dev (2015) investigated the relationship of transformational leadership with employee 
creativity.  The study used 202 respondents from the communications industry in India.  The findings 
revealed a positive relationship of transformational leadership with the creativity of employees, with 
learning orientation as a moderator. 
 
Akbar, Sadegh and Chehrazi (2015) investigated the influence of transactional and transformational 
leadership approaches on the innovation and creativity of employees.  The study used 244 employees 
from a university in Iran.  The findings revealed a positive direct and significant effect of transactional 
leadership on employee creativity.  Another positive direct and significant effect of transformational 
leadership on employee creativity was found.  Overall, the results accentuated the role of 
transformational and transactional leadership styles on innovation and employee creativity. 
 
Tung (2016) investigated transactional, ambidextrous, and transformational leadership and their 
relationship to the creativity of employees and the extent to which psychological empowerment and 
promotion focus are consistent with previous studies that identify their significant impact on employee 
creativity.  The study used 427 participants from Chinese companies.  The results revealed that 
ambidextrous and transformational leadership styles have a significant effect on the creativity of 
employees. 
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Choi, Kim, Ebrahim Ullah and Kang (2016) examined the relationship of transformational leadership 
(TL) and the innovative behaviour of Korean workers.  The study used 356 participants from the Korean 
manufacturing industry.  The findings revealed that, transformational leadership had a significant 
relation to both knowledge sharing and the innovative behaivour of employees.  The results also 
revealed that knowledge sharing was a mediator and perceived organizational support (POS) a positive 
moderator in the relationship of transformational leadership with employee innovation.  
 
Chang (2016) extended the research and management innovation theory by going further than the 
analysis at a single level.  It focused on the management of innovation at the lower level in the hierarchy 
of the organization and developed a multi-level outline and studied the effects of multi-level 
transformational leadership (TFL) on management.  The study used 592 participants from the banking 
services firms in Taiwan.  The findings revealed that unit-level transformational leadership was 
positively correlated to unit-level management innovation. 
 
Bai, Lin, and Ping Li (2016) explored the cross-level links of the transformational behaviour of the 
leader of the team and the creativity of employees in a context of the team.  They further recommended 
a three-path cross-level model which is a mediator whereby knowledge sharing and team conflict are 
involved.  The study used 427 participants from China.  The results revealed that knowledge sharing 
and team conflict served as two consecutive mediating variables of the cross-level links.  This study 
emphasizes the important role of transformational leadership as a cross-level enabler for the creativity 
of employees. 
 
Similarly, Li, Mitchell and Boyle (2016) examined the relationship of group-focused transformational 
leader behaviour and the innovation of the team.  The study used 251 participants from Hong Kong.  
The results revealed that at group-level, transformational leadership and interdependence of task had a 
positive correlation with innovation of individuals.  Only the combined group-focused transformational 
leadership was established to be positively correlated with the innovation of the team. 
 
Another group scenario was studied by Feng, Huang and Zhang (2016) who examined the relationship 
of transformational leadership with innovation in groups.  The study used 948 respondents from China.  
The results showed that, transformational leadership positively impacts innovative behaviour of the 
group, and radical change was the moderator of this relationship, not incremental change.  Incremental 
and radical change also had a positive relationship with the innovative behaviour of the group. 
 
Khalili (2016) studied the relationship of transformational leadership with innovation and the creativity 
of employees.  In addition, this study examined employee perceptions of a supportive climate for 
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innovation as a moderator.  The study used 1172 respondents from Iran.  The results revealed positively 
significant relationships of transformational leadership and innovation and the creativity of employees.   
 
Prasad and Junni (2016) examined the impact of CEO’s transactional and transformational leadership 
on innovation within the organization with environmental dynamism as the moderator.  The study used 
163 participants from the United States of America.  The findings revealed that CEO’s transactional 
and transformational leadership behaviours positively impacts innovation within the organization. 
 
Al-Husseini and Elbeltagi (2016) studied the influence of transformational leadership on process and 
product innovation, and the dissimilarities between these influences in private and public tertiary 
education organizations.  The study involved 439 teaching staff and 10 leaders from the tertiary 
education sector in Iraq.  The results showed that transformational leadership plays a fundamental part 
in improving process and product innovation and that the leadership style would be perfect in an Iraqi 
educational environment as it would encourage approaches for developing innovation in both sectors. 
 
Zhu and Mu (2016) established and confirmed a theoretical model of the perception of followers of 
transformational leadership as a precursor to their innovative behaviour in organizations.  The study 
used 212 participants who were employees from various industries in China.  The results revealed that 
transformational leadership produces positive and significant impacts on followers’ innovative behavior 
and knowledge sharing is the full mediator of this relationship.  The results further indicate that the 
positive relationship of transformational leadership with the innovative behaviour of followers is 
enhanced only when followers possess high psychological capital. 
 
Wang, Kim and Lee (2016) conceptualized and confirmed a combined model for the relationship of 
creativity of the team and cognitive diversity.  The model involved transformational leadership as a 
moderator and intrinsic motivation for the team as a mediator.  The study used 346 member–team leader 
dyads across 62 teams in South Korea.  The results revealed that transformational leadership is a 
moderator of cognitive diversity's direct influence on intrinsic motivation for the team and has an 
indirect influence on creativity of the team through intrinsic motivation for the team.  The effects were 
negative when TL was low and positive if it was high.   
 
Chen, Zheng, Yang and Bai (2016) investigated the powers behind innovation in an organization, 
mainly the CEO’s transformational leadership as it affects internal and external social capital in top 
management teams.  The study used 90 participants from top management teams in China.  The results 
revealed a relationship that is positive of transformational leadership with innovation in the 
organizations with both internal and external social capital as mediators.    
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More recently, Masood and Afsar (2017) constructed and confirmed a conceptual model associating 
innovative work behaviour with transformational leadership through numerous intervening variables.  
The study used 587 nurses and 164 doctors from public hospitals in Pakistan.  The results revealed that 
transformational leadership influences the nurses’s psychological empowerment, which in turn 
impacted both knowledge sharing behaviour and intrinsic motivation.  Knowledge sharing behaviour 
and intrinsic motivation positively influences innovative work behaviour. 
 
2.4.4. Transformational leadership, self-efficacy with employee innovation 
 
Halvorsen (2011) investigated the influence of transformational leadership on innovation 
implementation behaviour and the psychological mechanisms of this relationship.  Affective change 
commitment, normative change commitment and perceived computer self-efficacy were tested as 
potential mediators of the relationship.  The study used 75 employees of a private medical clinic in 
Norway.  The results revealed that transformational leadership had a positive influence on innovation 
implementation behaviour, and that normative commitment to change was a significant mediator of this 
relationship. There was however, no support for the proposed mediators affective commitment to 
change and perceived computer self-efficacy.  The results from this study point out the importance of 
transformational leadership in promoting employees’ consistent and committed use of a particular 
innovation, and suggest that employees’ feelings of obligation are a significant psychological 
mechanism of this relationship. 
 
Ghafoor, Qureshi, Azeemi and Hijazi (2011) studied the link of transformational leadership, learning 
orientation with the creativeness of employees.  Additionally, creative self-efficacy was studied as a 
mediator in the relationship of transformational leadership and learning orientation with creativity.  The 
study used 176 respondents from the banking sector in Pakistan.  A significant relationship of 
transformational leadership, performance-orientation and creativeness of employees was found.  The 
results revealed that performance orientation relationship with the creativeness of employees is 
acknowledged as a mediator whereas transformational leadership’s relationship with the creativeness 
of employees is not favoured as a mediator.   
 
Dörner (2012) explored how innovative work behaviour of employees affect their task performance and 
how managers can influence innovative work behaviour.  The study used 772 participants from the 
Swiss insurance company.  Results suggest that transformational leadership positively affects 
innovative self-efficacy.  Similarly, Wang, Tsai and Tsai (2014) explored the relationships of 
transformational leadership, creative self-efficacy, job complexity, creative role identity and creativity.  
The study used 395 respondents who were supervisor-employee dyads from Taiwan.  Results revealed 
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that the supervisor’s transformational leadership positively influences employee creative self-efficacy 
and creativity. 
 
Slåtten (2014) investigated three different stages of elements that lead to creative self-efficacy.  Those 
are, job-related, self-related and leader-related.  Further to that, it aimed to investigate the influence of 
creative self-efficacy on innovative activities.  The study used 345 respondents from the hospitality 
sector in Norway.  The findings revealed that autonomy or job-related factors was the most significant 
cause of creative self-efficacy.  Learning orientation or self-related factors followed and 
transformational leadership or leader-related factors came in last.  Moreover, creative self-efficacy 
positively influences innovative activities. 
 
Mittal and Dhar (2015) observed the impact of transformational leadership on the innovation of 
employees in small and medium-sized IT firms with the mediating effect of creative self-efficacy and 
moderation of knowledge sharing wherein a transformational leader has a tendency of influencing the 
innovation of employees (CSE).  The study used 348 respondents who were manager-employee dyads 
in India.  The results revealed that CSE is a mediator of the transformational leadership with employee 
creativity. 
 
Kao, Pai, Lin and Zhong (2015) adopted a dual perspective methodology that studies both socio-
political and motivational perspectives to further stimulate the impact of transformational leadership on 
innovative behaviour of frontline employees in offering a service.  The study used 1665 participants 
from hair salons in Taiwan.  The results revealed that the creative self-efficacy, perceived organizational 
climate for innovation and expected image gains are full mediators of the relationship of 
transformational leadership and employee’s innovative behaviour in offering a service.  
Transformational leadership has a positive influence on the employees’ perceived organizational 
climate for innovation, which in turn improves the employee’s innovative behaviour in offering a 
service through both socio-political or expected image gains and motivational or creative self-efficacy 
as mediators. 
 
Similarly, Jaiswal and Dhar (2015) examined the role transformational leadership has in the prediction 
of employee creativeness.  It also investigated climate for innovation as a mediator and the moderating 
role of creative self-efficacy.  It used 372 employees together with their direct superiors in the Indian 
hospitality industry.  The results revealed that transformational leaders can create the climate for 
innovation that encourages creativity of employees.  Furthermore, creative self-efficacy was found to 
have a moderating effect in the relationship of employee creativity and climate for innovation.  The 
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results revealed that a high degree of creative self-efficacy in employees will entice creative behaviour 
if given a supportive climate for innovation. 
 
Lamiaa (2015) examined the relationship of transformational leadership with the climate for innovation 
within the organization, creative self-efficacy and creativity.  The study used 500 subordinates and 150 
supervisors from the hotel industry in Egypt.  The findings showed that transformational leaders bring 
about creativity and the climate for innovation within an organization.   
 
Another study in the Egyptian hotel industry was by Mohamed (2016) who examined the effects of 
transformational leadership on hotel employees with its effect on satisfaction, climate for innovation, 
creative self-efficacy and creativity.  The study used 650 respondents.  The findings revealed that 
transformational leadership is experienced in Egyptian hotels; in addition, it helps in bringing about an 
innovation climate and also encourages satisfaction and the creativity of employees.  However, an 
insignificant relationship of transformational leadership with creative self-efficacy of employees was 
found. 
 
Jaiswal and Dhar (2016) studied creative self-efficacy as a mediator in predicting the creativity of 
employees by means of transformational leadership.  The study used 424 respondents from the hotel 
industry in India.  The findings suggest that transformational leaders encourage their subordinates to be 
creative.  Additionaly, creative self-efficacy was found to have a significant moderating role in the 
relationship of transformational leadership with the creativity of employees.  The findings also revealed 
that employees reporting to transformational leaders are more probable to choose creative behaviour 
when high creative-self-efficacy is perceived. 
 
2.5. Summary and conclusion 
 
This chapter studied prior empirical research that studied the relationship of transformational leadership, 
self-efficacy with employee innovation.  In laying a foundation, the constructs were defined and then 
followed by the precursors of employee innovation.  The conclusions that can be drawn from the 
literature review are grouped into the following categories:  transformational leadership with self-
efficacy, self-efficacy with employee innovation, transformational leadership with employee innovation 
and finally transformational leadership, self-efficacy with employee innovation combined. 
 
It may also be noted that most literature is from the USA, Asia and some in North Africa.  No literature 
was found from the sub-Saharan Africa.  The variables may be construed differently in these different 
geographical regions resulting to a difference in the study results of similar variables.  This may be due 
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to different cultural settings and practices.  The same could be said with the different business sectors 
such as IT, services, manufacturing, R&D etc.   
 
The latter is confirmed by Dowling, Festing and Engle (2013) who stated that the common thread in 
research of cross-cultural management is the notion that there are dissimilarities between management 
practices in several countries and that the particular environment is of importance in the explanation of 
these differences in context.  This viewpoint does not accept the attitude of researchers who adopt 
universal transferability of management of knowledge. 
 
2.5.1. Transformational leadership with self-efficacy 
 
Generally, prior studies reveal that transformational leadership with self-efficacy have a positive 
relationship.  Some studies revealed that self-efficacy mediates the relationship of transformational 
leadership and other constructs such as perceived work stress, job satisfaction, extra-role performance 
and intention to adopt new technology.  Other studies also revealed that the relationship of 
transformational leadership with self-efficacy can be mediated by goal clarity, competence fulfilment 
and relational identification with the supervisor.  One study revealed no relationship between the 
constructs in predicting perceived negative well-being whilst another revealed no relationship between 
the construct but focused on the leader’s self-efficacy not employee.  The results from prior studies 
suggest that transformational leaders will positively impact on the employee’s confidence in their ability 
to perform in their roles. 
 
2.5.2. Self-efficacy with employee innovation 
 
All the studies that were examined in the literature review established that self-efficacy significantly 
influences employee innovation either as a mediator or in a direct relationship.  It therefore implies that 
employees who have confidence in their ability to perform their roles are highly probable to display 
innovation or creativity.  Management should therefore strive to improve employee’s self-efficacy by 
making them acquainted with their work and environment using interventions like induction and fully 
explaining the job description that outlines the roles and responsibilities.  This will increase their ability 
to perform in their role thus enabling innovativeness. 
 
2.5.3. Transformational leadership with employee innovation 
 
The results of the empirical studies in the literature review indicate a positive relationship between the 
constructs.  In some studies, this relationship was mediated or moderated by psychological 
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empowerment, learning orientation and innovation and safety climates.  The results suggest that 
managers espousing a transformational leadership style will influence the employee innovation in some 
cases with the involvement of the mediating variables.  Leaders should also create and enabling climate 
for innovation.  The results from the studies are supported by Smith, Vrba and Botha (2016) who 
mentioned that transformational leaders are similar to charismatic leaders but are notable by their 
special capability to bring about change and innovation. 
 
2.5.4. Transformational leadership, self-efficacy with employee innovation 
 
The empirical studies in the literature review have contradictory views on the relationship of the 
constructs.  Out of the seven studies that were reviewed, five showed a positive relationship and in some 
cases self-efficacy is a moderator or mediator.  Two studies revealed an insignificant relationship 
between the constructs with self-efficacy in mediation whilst another study showed an insignificant 
relationship.  An observation that was made is that the relationship of these constructs may differ 
depending on the circumstances.  Therefore, leaders should understand the context when applying the 
transformational leadership style in order to encourage employee creativity mediated by self-efficacy.  
Again, it is imperative for leaders to create an ‘innovation climate’ where employees can innovate 
through their transformational leadership style. 
 
2.5.5. Conceptual model for the study    
 
Figure 2.  Conceptual model for the relationship between TL and EI 
 
Drawing from the literature review, a Conceptual model has been developed for the study to further 
elaborate on the relationship of transformational leadership (predictor variable) with employee 
innovation (predicted variable).  Self-efficacy was the only mediating variable chosen for the study.  
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According to the literature, there are other mediating variables that have been found such as knowledge 
sharing, task and relations support, place of work, organizational learning, group identification and 
perceived support, psychological empowerment, radical change, normative commitment to change and 
organizational climate.  The previous studies found that these mediating variables positively mediated 
the relationship between transformational leadership and employee innovation.  
 
Further to that, the previous studies revealed that there are moderating variables such as perceived 
organizational support, learning orientation and creative self-efficacy that also enhance the relationship 
of transformational leadership with employee innovation.  The model will provide benefits in two ways, 
firstly; it will assist future researchers of these variables in choosing possible mediator or moderator 
variables that could be studied to establish the level of significance of the relationship between the 
predictor and predicted variables.  Secondly, the South African Local Government management will 
know which mediator and moderator variables to put more emphasis on in pursuit of innovation in their 
workplaces if transformational leadership is adopted as a preferred leadership style.   
 
The next chapter will outline the research methodology used when conducting this research study.  It 
comprises of a purpose of the investigation, a description detailing the composition of the sample and 
the measurement instruments that have been used in the study.  The research design, collection of data 
and data analysis are also described in the chapter. 
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CHAPTER 3 - RESEARCH METHODOLOGY 
3.1. Introduction 
 
The chapter provides a methodological framework of this research study which incorporates the purpose 
of this empirical study, sample, measurements, research design, research method and the procedure for 
data analysis. 
 
3.2. The purpose of this empirical study   
 
The study comprise of four objectives but the main one is to empirically examine the causative 
relationship of transformational leadership, self-efficacy with employee innovation in the South African 
local government sector. 
 
3.3. Sample  
 
A cross-sectional research design was carried out in order to test the hypotheses and address the set 
research objectives.  Data was collected manually in the South African local government sector namely 
the City of Umhlathuze and Mandeni municipalities using survey questionnaires.  Both sites are based 
in the KwaZulu Natal province.  They were chosen because of staff compliments over 1000 and 
combined will be able to provide a sample required by the study.  The total population for both research 
sites was 3340.  Initially, three sites were identified.  Only two sites approved the researcher’s request 
to conduct the study which meant that the population was reduced.  This led to a reduction in the sample 
frame from 350 to 164 and the resultant sample from 300 – 141.     
 
3.4. Measuring instruments 
 
The data was collected using three instruments namely; transformational leadership inventory, work 
self-efficacy scale and the multi-dimensional measure of innovative behaviour.  The demographic items 
were added as mediating variables. 
 
3.4.1. Transformational leadership  
 
The transformational leadership behaviour inventory (TLI) was used as a measuring instrument for 
transformational leadership and it was developed by Podsakoff, et al. (1990).  According to Podsakoff, 
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MacKenzie and Moorman (1996, p.265), “the instrument was designed to measure six key dimensions 
of transformational leadership namely; articulating a vision, providing an appropriate model, fostering 
the acceptance of group goals, high performance expectations, providing individualized support, and 
intellectual stimulation.” 
 
Podsakoff, et al. (1990) mention that “the measuring instrument contains twenty two-items measured 
on a five-point Likert scale.  Items are preceded by “My leader …..”  The first item reads (“….Has 
provided me with new ways of looking at things which used to be a puzzle for me.”).”  The highest 
score is 110 and the low score is 22.  A high or low score will signify the magnitude of transformational 
leadership for the respondent’s leader.   
 
The Cronbach’s coefficient alpha for this study was .94 which confirms the reliability of the instrument.  
The validity has been ascertained by the number of studies that have used it before (Connell, 2005; 
Hardy, Arthur, Jones, Shariff, Munnoch, Isaacs & Allsopp, 2010; Lian & Tui, 2012).  The measuring 




A work self-efficacy scale (WSES) was used as a measurement for work self-efficacy that was 
developed by Avallone, et al. (2007).  According to Pepe, et al. (2010, p.204), “it is based on two factors, 
which are relational willingness and commitment.  It measures observations regarding specific work 
spheres such as the capability to manage interpersonal relations (colleagues and direct superiors), to 
work with colleagues with different traits and experiences, to efficaciously behave in the work setting, 
to learn new working approaches, to respect schedules and work time limits and to achieve assigned 
objectives.” 
 
Pepe, et al. (2010, p.204) mentioned that “the measuring instrument comprises of ten-items measured 
on a five-point Likert scale.  The first item talks about a tendency towards or attention to relationships 
with colleagues and superiors (e.g. “….achieve goals that will be assigned”).”  The highest score is 50 
and the lowest score is 10.  A high score represents employee’s belief in the ability to carry out the 
given duties and a low score symbolizes skepticism in one’s ability to carry out the duties. 
 
The Cronbach’s coefficient alpha for this study was .94 which confirmed the reliability of the measuring 
instrument.  The instrument was validated by the number of studies that used it (Hubbard & Hewett-
Avison, 2014; Colombo & Zito, 2014).  The measuring instrument was chosen because of its reliability 
and validation.    
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3.4.3. Employee innovation 
 
A multi-dimensional measure of individual innovative behaviour (MDM-IInB) was used to measure 
employee innovation and it was developed by Kleysen and Street (2001).  According to Kleysen and 
Street (2001), “it is based on five dimensions namely; opportunity exploration, generativity, formative 
investigation, championing and application.  It measures each factor with items related to the five 
dimensions.”  
 
Kleysen and Street (2001) further mentioned that “the measuring instrument comprises of fourteen 
items measured on a six-point Likert scale.  Items begin with “In your current job, how often do you?  
The first item reads (“….look for opportunities to improve an existing process, technology, product, 
service or work relationship?”).”  The highest score is 84 and the lowest score is 14.  A high or low 
total represents the extent of innovativeness among the survey participants. 
 
The Cronbach’s coefficient alpha for this study was .94 which confirmed the reliability of the measuring 
instrument.  The instrument was validated by the number of studies that used it (Colombo & Zito, 2014; 
Hubbard & Hewett-Avison, 2014).  The measuring instrument was chosen because of its reliability and 
validation.    
 
3.4.4. Demographic items 
 
The questionnaire comprised of seven items that could have mediated the relationship of 
transformational leadership with employee innovation.  A mediator variable is “the variable that causes 
mediation in the dependent and the independent variables. In other words, it explains the relationship 
between the dependent variable and the independent variable” (Solutions, 2017).  The items were 
gender, race, age, education, tenure, type of work (core / support) and seniority at work (management / 
non-management) and post level. 
 
The study comprised of 53-items in total.  All the measures appear in the questionnaire presented as 
Appendix A. 
 
3.5. Study design  
 
A cross-sectional design was chosen for the study.  It is best suitable to studies that are aimed at 
establishing the predominance of a situation, phenomenon, attitude, problem by taking a cross-section 
of the studied population.  They are beneficial in finding a complete ‘picture’ as it is at the time the 
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study is conducted.  They are “designed to study some phenomenon by taking a cross-section of it at 
one time”.  Such studies are cross-sectional with regard to both the study population and the time of 
investigation (Kumar, 2011). 
  
This was a quantitative study.  A quantitative study design is specific, well structured, have been tested 
for their validity and reliability, and can be unambiguously recognised and defined.  A quantitative 
study design has more clarity and distinction between designs and methods of data collection (Kumar, 
2011).  It is also known as the “positivist approach which underlies the natural-scientific method in 
human behavioural research and holds that research must be limited to what we can observe and 
measure objectively.  That is, that which exists independently of the feelings and opinions of 
individuals.  It strives to formulate laws that apply to populations and that explain the causes of 
objectively observable and measurable behaviour.  This type of research is appropriate if there is large 
objective data to be analyzed consisting of numbers” (Welman, et.al. 2005).   
 
3.6. Collection of data  
 
The scholar decided to embark on this research study in Leadership due to the interest that has developed 
in the field.  In the previous study conducted by the researcher involving leader member exchange 
(LMX), self-efficacy and innovative behaviour, the statistical results from the regressions revealed an 
R square of .20.  This showed that LMX and self-efficacy only had a 20% effect on innovative behaviour.  
It indicated that 80% of innovative behaviour is explained by other constructs hence the inclusion of 
transformational leadership as one of the predictor variables for this study.  Upon completion of the 
study, the researcher would like to offer the recommendations to the leadership of local government 
sector which will hopefully assist them in some of the leadership challenges they are faced with. 
 
The starting point of the project was to find the research sites or workplaces from which to collect the 
data.  The research sites or workplaces chosen comprised of literate staff where a sample could be drawn 
from so that the respondents can complete the questionnaires independently.  This prerequisite was of 
paramount importance to the researcher as the priority was for the participants to respond without 
interference.  Once the study sites or workplaces were identified, the researcher sought permission 
through a written request to conduct a study to the organization’s Senior Management.  The approval 
letters are attached as Appendix B.  
 
The researcher relied on the help from the HR departments or Municipal Manager’s office within the 
respective research sites who assisted with sending out email briefs about the study which included a 
participant information sheet (Appendix E).   
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No questionnaires were completed electronically.  The researcher printed enough copies and dropped 
them in both research sites to minimize the cost for the participating site or workplace.  The 
confidentiality of the completed surveys was maintained as the researcher collected them personally 
and will safe-keep them until the University requests them for archiving. 
 
A total of 164 questionnaires were returned unspoilt.  The sampling frame comprised of 164 
questionnaires that were completed and numbered (1-164).  After that, a table of 164 random numbers 
was produced and 141 questionnaires were randomly chosen using the table (see appendix D).  A table 
of random numbers is a “random arrangement of the 10 digits 0 - 9, usually grouped together in sets of 
two to five digits arranged in rows and columns (Solutions, 2017).     
 
The collected data was captured by the researcher on an Excel spreadsheet that was readily prepared 
for all the measuring instruments involved in the study.  The researcher had to pay careful attention to 
this process to minimise errors as they can have an impact on the data analysis and results.  Collected 
data was forwarded to a Statistician for analysis using the SPSS statistical package of which the results 
thereof will be reported on in the next chapter.  
 
3.7. Ethical considerations  
 
The participant information sheet displayed the Ethical Clearance approval number: HSS/2003/016M 
that was issued by the UKZN Humanities and Social Sciences Research Ethics Committee for this 
research project (see Appendix F).  The email brief also included a guide on how to complete the 
questionnaire.  The individuals who were willing to participate in the study confirmed by email and 
were handed a questionnaire.     
 
3.8. Data analysis  
 
The sample demographics were produced first in order to have a better understanding about the diversity 
of the sample.  This was achieved by means for continuous variables (i.e. gender, race etc.). 
  
Thereafter, the descriptive statistics comprising of means and standard deviations were produced or 
calculated for transformational leadership and self-efficacy.  The intention was to get an understanding 
of the group’s perspective on each construct.  According to Sekaran and Bougie (2013), “the mean is a 
measure of central tendency that offers a general picture of the data without unnecessarily inundating 
one with each of the observations in the data set.”  A binomial test was conducted for employee 
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innovation on order test if a significant proportion of the participants responded fairly often or more to 
the questions.   
 
Cronbach’s coefficient alpha was used to calculate the information on reliability and it was presented.  
This was to evaluate the efficiency of the measuring instruments to the constructs.  Cronbach’s 
coefficient alpha is a “reliability coefficient that indicates how well the items in a set a positively 
correlated to one another.  It is computed in terms of the average inter-correlations among the items 
measuring the concept.  The closer Cronbach’s alpha is to 1, the higher the internal consistency 
reliability” (Sekaran & Bougie, 2013).  The acceptable score for business research is .70.   The validity 
of each measuring instrument was tested by the number of times it had been used in previous studies.   
 
A one-sample test was conducted for all the constructs in order to test whether mean scores is 
significantly different to a scalar value.  A correlation analysis was calculated in order to determine the 
relationship of the constructs.  Sachdeva (2009) states that “correlations provide an estimation of the 
extent to which the changes in one construct are associated with changes in another.  A coefficient of –
1.00 represents a perfect, inverse relationship.  A coefficient of +1.00 indicates a perfect, direct 
relationship and a coefficient close to zero indicates no relationship at all”. 
 
The ANOVA test was performed for a one-way analysis of variance to measure the homogeneity of the 
mean scores between the support versus non-support functions and managerial versus non-managerial 
functions.  Cresswell, Ebersohn, Eloff, Ferreira, Ivankova, Jansen and Plano Clark (2016) mentions that 
ANOVA is used when there are more than two independent groups that need to be compared on a single 
quantitative measure or score.  A T-test (statistic) was used in this instance.    
  
Finally, a multiple regression model was executed to measure relationship combinations of the 
variables.  According to Cresswell, et al. (2016), “multiple regression analysis is used in situations 
where more than one independent variable is used to predict a single dependent variable”.  The beta 
coefficients have been used to compare the relative strength of the various predictors within the 
prototype.  According to Curini (2013), “The beta coefficients are all measured in standard deviations, 
instead of the units of the constructs, therefore they can be compared to one another.  In other words, 
the beta coefficients are the coefficients that you would obtain if the outcome and predictor constructs 
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3.9. Summary  
 
The chapter outlined the research methodology for the study.  It comprised of a cross sectional research 
design, study sample which was drawn using a simple random sampling technique.  The chapter further 
outlined the measurements namely; transformational leadership behaviour inventory (TLI), work self-
efficacy scale and the multi-dimensional measure of individual innovative behaviour.  The technique 
used to analyse data was also described in-depth by detailing all the tests that were conducted in the 
analysis.  
 
The next chapter will present the results from the collected data.  It comprise of the sample 
demographics, descriptive statistical analysis of the constructs, correlations, inferential statistical 
analysis and the relationship of transformational leadership with employee innovation mediated by self-
efficacy. 
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CHAPTER 4 - STUDY RESULTS 
4.1. Introduction 
 
The chapter presents the results of the statistical analysis of the survey conducted in accordance with the 
previous chapter.  The information contained is the sample demographics, descriptive statistical analysis 
of the constructs, correlations, inferential statistical analysis and the relationship of transformational 
leadership with employee innovation mediated by self-efficacy.  The key objective of this chapter is to 
analyse the relevant information which will enable the subsequent Chapter to address the research 
objectives outlined for the study. 
 
4.2. Demographics of the sample 
 
The sample size was 141 drawn from 2 study sites in the South African local government sector (City of 
Umhlathuze and Mandeni Municipality).  The collected data underwent a statistical analysis in order to 
examine the relationship of the constructs.  The participants’ demographics will be reported on with regards 
to their location, gender, race, roles (core / support, management / non-management), education and post-
level.  These will indicate the diversity of the sample.        
 
Table 4.1 Participants per research site 
Research site Number of participants Percentage 
City of Umhlathuze 106 75.2 
Mandeni Municipality 35 24.8 
Total 141 100 
 
In total there were 141 participants of which 75.2% (106) were from the City of Umhlathuze and 24.8% 
(35) from Mandeni Municipality.    
 
Table 4.2 Pooled gender statistics 
Gender Number of participants Percentage 
Male 52 36.9 
Female 89 63.1 
Total 141 100 
 
Out of the 141 participants, 36.9% (52) were male and 63.1% (89) were female. 
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Table 4.3 Pooled racial statistics 
Black Coloured Indian / Asian White Missing Total 
69.5%(98) 5.7%(8) 15.6 %(22) 8.5%(12) 0.7%(1) 100%(141) 
 
The pooled data sample Blacks in majority with 69.5 % (98) of the total sample.  Indians / Asians followed 
on 15.6 % (22), Whites with 8.5% (12), Coloureds with 5.7% (8).  One participant was unaccounted for 
equating to 0.7% of the total sample.    
 
Table 4.4 Roles - core / support 
Roles Number of participants Percentage 
Core 33 23.4 
Support 108 76.6 
Total 141 100 
 
Most participants are involved in support services with 76.6% (108) representation in the sample and 23.4% 
(33) work in core roles for their respective municipalities. 
 
Table 4.5 Roles - management / non-management 
Roles Number of participants Percentage 
Management 30 21.3 
Non-Management 111 78.7 
Total 141 100 
 
The majority of the participants are involved in non-management roles with 78% (111) representation in 
the sample and 21.3% (30) are at management level. 
 
Table 4.6 Education 
Education level Number of participants Percentage 
<Matric 2 1.4 
Matric 33 23.4 
First degree / Diploma 69 48.9 
Higher degree / Diploma 36 25.5 
Missing 1 0.7 
Total 141 100 
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Most participants 48.9% (69) hold a first degree / diploma.  They are followed by the higher degree / 
diploma with 25.5% (36).  Participants with matric only made up 23.4% (33) of the sample and only 1.4% 
(2) participants who are less than matric.  One participant was unaccounted for equating to 0.7 % of the 
sample.   
 
Table 4.7 Post level 
Post level Number of participants Percentage 
Level 1 19 13.6 
Level 2 40 28.6 
Level 3 48 34.3 
Level 4 27 19.1 
Level 5 6 4.3 
Missing 1 0.7 
Total 141 100 
 
The majority of the participants 34.3% (48) are on level 3 followed by level 2 with 28.6% (40), level 4 with 
19.1% (27), level 1 with 13.6% (19) and lastly level 5 with 4.3% (6).  One participant was unaccounted for 
equating to 0.7% of the sample. 
 
The section hereunder presents the descriptive statistics for each variable or construct.   
 
4.3 Descriptive statistics of the variables 
 
Descriptive statistics for all the measuring instruments TLI, WSES and MDM-IInB are presented and 
discussed starting with the predictor variables first.     
 
Table 4.8 Descriptive statistics for each item 
Item number Sample size Mean Standard deviation 
Transformational Leadership Behaviour Inventory (TLI) 
TLI 1 141 3.43 1.030 
TLI 2 141 3.48 1.066 
TLI 3 141 3.48 1.011 
TLI 4 139 3.38 1.106 
TLI 5 141 3.73 1.189 
TLI 6 141 3.57 1.117 
TLI 7 140 2.81 1.319 
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TLI 8 141 3.65 1.220 
TLI 9 141 3.50 1.106 
TLI 10 141 3.65 1.001 
TLI 11 141 3.70 1.108 
TLI 12 141 3.63 1.221 
TLI 13 140 3.53 1.089 
TLI 14 140 3.49 1.116 
TLI 15 140 2.69 1.276 
TLI 16 140 3.40 1.162 
TLI 17 140 3.64 1.074 
TLI 18 140 3.42 1.100 
TLI 19 140 3.51 1.070 
TLI 20 140 3.68 1.146 
TLI 21 138 3.59 1.157 
TLI 22 140 3.72 1.200 
Work Self-Efficacy scale 
WSES 1 140 4.08 .922 
WSES 2 141 4.20 .950 
WSES 3 141 4.20 .896 
WSES 4 141 4.06 .838 
WSES 5 141 4.18 .889 
WSES 6 141 4.27 .853 
WSES 7 141 4.28 .887 
WSES 8 141 4.30 .870 
WSES 9 140 4.27 .812 
WSES 10 141 4.29 .883 
 
The results presented in Table 4.8 show the mean scores for the measuring instruments used for the 
predictor variables.  The Work Self-Efficacy Scale has the highest mean scores for its eighth (“Thinking of 
future work, how well can you…… have good relationships with direct supervisors”) and tenth items 
(“Thinking of future work, how well can you…… work in a team”).  These scores indicate high optimism 
that the participants had about their ability to do their work even in future.   
 
This result is supported by Hsu, et al. (2011) who studied the relationship of creative self-efficacy, optimism 
and innovative behaviour, with optimism as the moderator.  The results revealed that employees showing 
high levels of creative self-efficacy exhibit high levels of innovative behaviour in the workplace.  Optimism 
had no direct bearing on employee’s innovative behaviour, instead it was a moderator.  The study advises 
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that in the course of innovative activities, employees could display creative behaviour to perform their 
duties with success and thus enhancing the optimism and creative self-efficacy. 
 
The TLI showed the lowest mean scores for its seventh item (“My leader ….. Acts without considering my 
feelings”) and fifteenth item (“My leader …..Treats me without considering my personal feelings”).  These 
scores indicate that most participants agree that their leaders do show compassion towards them.  This 
result is supported by Waqas Raja (2012) who studied how transformational leadership is a catalyst to 
increasing employee work engagement in the firms in the services sector.  The results revealed that self-
esteem, employee self-efficacy, and fairness perception (compassion) strongly influence employee work 
engagement and other aspects of transformational leadership.  The implication is that, only those employees 
with higher level of self-esteem, self-efficacy and who assume that they are fairly treated (with compassion) 
exhibit high work engagement when given inspirational motivation, idealized. 
 
For the Multi-Dimensional Measure of Innovative Behaviour instrument, a binomial test was performed to 
test if a significant proportion of the participants responded fairly often or more to the questions. 
 
Table 4.9 Binomial test for MDM-IInB 
BINOMIAL TEST 
  Category N Observed Prop. Test Prop. Asymp. Sig. (2-tailed) 
InB1 Group One <= 3 26 .19 .50 .000 
Group Two > 3 114 .81   
Total  140 1.00   
InB2 Group One <= 3 27 .19 .50 .000 
Group Two > 3 113 .81   
Total  140 1.00   
InB3 Group One <= 3 42 .30 .50 .000 
Group Two > 3 97 .70   
Total  139 1.00   
InB4 Group One <= 3 27 .19 .50 .000 
Group Two > 3 113 .81   
Total  140 1.00   
InB5 Group One <= 3 33 .24 .50 .000 
Group Two > 3 106 .76   
Total  139 1.00   
InB6 Group One <= 3 32 .23 .50 .000 
Group Two > 3 108 .77   
Total  140 1.00   
 
Page | 50  
 
InB7 Group One <= 3 40 .29 .50 .000 
Group Two > 3 96 .71   
Total  136 1.00   
InB8 Group One <= 3 32 .23 .50 .000 
Group Two > 3 108 .77   
Total  140 1.00   
InB9 Group One <= 3 33 .24 .50 .000 
Group Two > 3 107 .76   
Total  140 1.00   
InB10 Group One <= 3 31 .22 .50 .000 
Group Two > 3 109 .78   
Total  140 1.00   
InB11 Group One <= 3 36 .26 .50 .000 
Group Two > 3 104 .74   
Total  140 1.00   
InB12 Group One <= 3 35 .25 .50 .000 
Group Two > 3 105 .75   
Total  140 1.00   
InB13 Group One <= 3 35 .25 .50 .000 
Group Two > 3 103 .75   
Total  138 1.00   
InB14 Group One <= 3 35 .25 .50 .000 
Group Two > 3 104 .75   
Total  139 1.00   
 
The above test indicate that a significant 81% of the participants, at least fairly often, look for opportunities 
to improve existing processes or be innovative in their workplaces (p<.0005). 
 
Below is the Cronbach’s coefficient alpha for each measuring instrument. 
 
Table 4.10 Cronbach's coefficient alpha per instrument 





The reliability coefficient (Cronbach alpha) for the TLI was .94, the WSES .94 and the MDM-IInB was .94.  
On the basis of the values of alpha, these measures can all be considered reliable as .70 is the acceptable 
alpha for business research. 
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Table 4.11 One sample test of all the constructs 
One sample test 
 95% Confidence Interval of the 
Difference 
 t df Sig. (2-tailed) Mean Difference Lower Upper 
TL 8.144 140 .000 .53186 .4027 .6610 
SE 20.091 140 .000 1.21284 1.0935 1.3322 
INN 9.343 139 .000 .71740 .5656 .8692 
 
The above test shows that the participants significantly agree that transformational leadership is existent in 
their organizations.  There is also a high overall self-efficacy amongst the participants and there is a 




This section below presents the relationship of the constructs (transformational leadership, self-efficacy 
with employee innovation) and the Pearson correlations will be used to express it.    
 
Table 4.12 Correlation matrix for TL, SE and EI 
 TL SE EI 
Correlation Sig. Correlation Sig. Correlation Sig. 
TL   .459 .000 .330 .000 
SE .459 .000 - - .392 .000 
EI .330 .000 .392 .000 - - 
 
TL and SE have a medium correlation of .459 with the level of significance less than p<.005 signifying a 
positive relationship of the constructs.  This result concurs with Aggarwal and Krishnan (2013) who 
examined the relationship when they reported a study on how the subordinates’ self-efficacy is improved 
by using impression management approaches on supervisors and the influence of transformational 
leadership in improving the self-efficacy of the subordinate.  The findings revealed a positive relationship 
of transformational leadership with the self-efficacy of the subordinates. 
 
TL and EI have a small correlation of .330 with the level of significance less than p<.005 signifying a 
positive relationship.  This result agrees with Khalili (2016) who investigated the relationship of 
transformational leadership with innovation and the creativity of employees.  In addition, this study 
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examined employee perceptions of a supportive climate for innovation as a moderator.  The results revealed 
positively significant relationships of transformational leadership and innovation and the creativity of 
employees.   
   
SE and EI have a medium correlation of .392 with the level of significance less than p<.005 signifying a 
positive relationship.  This result is in agreement with Momeni, et al. (2014) who evaluated the influence 
of self-efficacy of employees on their innovative behaviour.  The results confirmed the hypothesis 
"employees self-efficacy influences innovative job behavior" which had the level of significant P<0.05 
level and parameter factor of 0.427.  This showed that self-efficacy has a positive influence on innovative 
job behaviour.   
 
Overall, the correlation matrix confirm a significantly positive relationship of all the constructs. 
 
4.5 Inferential statistics  
 
Anova and T-tests were performed in order to test for significant differences in the three instruments across 
categories of demographic variables.  The results are reported in Tables 4.11 and 4.12 below. 
 
Table 4.13 Comparing mean scores of core and support functions 
Group statistics 
 N Mean Std. Deviation Std. Error Mean 
Core business 33 3.7429 .50367 .08768 
Support business 108 3.4674 .83241 .08010 
Core business 33 4.1909 .68162 .11865 
Support business 108 4.2195 .73017 .07026 
Core business 32 4.2979 .77210 .13649 




Levenes’ test for equality of variances T-test for equality of means 
Equal variances … F Sig. t df Sig. 
Mean 
difference 
TL … assumed 9.855 .002 1.801 139 .074 .27559 
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… not assumed   2.321 89.135 .023 .27559 
SE … assumed .148 .701 -.200 139 .842 -.02864 
… not assumed   -.208 56.305 .836 -.02864 
INN … assumed 1.393 .240 .569 138 .570 .10436 
 
There is a significant difference in the agreement that transformational leadership is practiced depending 
on whether they are part of core business or support services (t(89.135) = 2.321, p=.023).  Those from core 
business (M=3.743) indicate that transformational leadership is practiced more than those from support 
services (M=3.467). 
 
Table 4.14 Comparing mean scores of managerial and non-managerial positions 
Group statistics 
 N Mean Std. Deviation Std. Error Mean 
Management 30 3.8112 .64674 .11808 
Non-management 111 3.4564 .79244 .07522 
Management 30 4.4100 .34775 .06349 
Non-management 111 4.1596 .78013 .07405 
Management 30 4.3863 .68334 .12476 




Levenes’ test for equality of variances T-test for equality of means 
Equal variances … F Sig. t df Sig. 
Mean 
difference 
TL … assumed 2.490 .117 2.256 139 .026 .35482 
… not assumed   2.534 54.925 .014 .35482 
SE … assumed 6.278 .013 1.710 139 .090 .25044 
… not assumed   2.568 108.582 .012 .25044 
INN … assumed 3.289 .072 1.150 138 .252 .21492 
 
There was also a significant difference in the agreement with regards to transformational leadership and its 
existence based on whether the participants are in management or non-management roles (t(139) = 2.256, 
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p=.026).  Those in management believe that transformational leadership is in existence (M = 3.811) more 
than non-management (M = 3.456). 
 
There was also a difference in the agreement with regards to the participant’s belief in their ability to do 
the job (self-efficacy) between those in management or non-management roles (t(108.58) = 2.568, p=.012).  
Those in management have more self-efficacy (M = 4.410) than non-management (M = 4.160).  No 
significant differences were found across gender, education or race. 
 
4.6 Relationship between TL with EI and the mediation of SE 
 
The relationship will be discussed based on the correlation and regression analysis as reported in Table 
4.12.  Below is the reporting of the relationship based on the totals scores.      
 
Table 4.15 Regression analysis (TL with SE) 
R R2  Adjusted R2  
Std. error of the 
estimate R2 change F 
Level of 
significance 
.459 .210 .205 .63924 .001 37.037 .000 
 
Transformational leadership is accounting for 21% (R2=.210) of the variance in self-efficacy representing 
a small effect, F=37.037, the level of significance is p<.0005.  Transformational leadership is therefore a 
significant predictor of self-efficacy (β=.424, the level of significance is p<.0005).  The model is 
statistically significant. 
 
This result agrees with Hairudinor, et al. (2014) examined and explained the influence of transformational 
leadership on work engagement, self-efficacy, individual performance and social competence.  The 
findings revealed that transformational leadership significantly influenced self-efficacy.  The implication 
is that transformational leadership encourages employees to do a job better than what followers want and 
even more than what has been anticipated earlier.  It means that leaders can inspire followers to have trust 
and faith in themselves that they can perform the job better.   
 
Table 4.16 Regression analysis (SE with EI) 
R R2  Adjusted R2  
Std. error of the 
estimate R2 change F 
Level of 
significance 
.392 .153 .147 .83899 .001 24.997 .000 
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Self-efficacy accounts for 15% (R2=.153) of the variance in employee innovation which has a small effect, 
F=24.997, the level of significance is p<.0005.  Self-efficacy is a significant predictor of employee 
innovation (β=.495, the level of significance is p<.0005).  The model is statistically significant. 
 
The result is in line with Hsu, et al. (2011) who studied the relationship of creative self-efficacy, optimism 
and innovative behaviour, with optimism as the moderator.  The results revealed that employees displaying 
increased levels of creative self-efficacy portray increased levels of innovative behaviour in the workplace.  
Optimism had no direct bearing on employee’s innovative behaviour, instead it was a moderator.  The 
study advises that in the course of innovative activities, employees could display creative behaviour to 
perform their duties with success and thus enhancing the optimism and creative self-efficacy. 
 
Table 4.17 Regression analysis (TL with EI) 
R R2  Adjusted R2  
Std. error of the 
estimate R2 change F 
Level of 
significance 
.330 .109 .102 .86074 .001 16.863 .000 
 
Transformational leadership is accounting for 10% (R2 =.109) of the variance in employee innovation 
which has a small effect, F=16.863, the level of significance is p<.0005.  Transformational leadership is 
therefore a significant predictor of employee innovation (β=.424, p<.0005).  The model is statistically 
significant. 
 
The result agree with Al-Husseini and Elbeltagi (2016) who studied the influence of transformational 
leadership on process and product innovation, and the dissimilarities between these influences in private 
and public tertiary education organizations.  The results showed that transformational leadership plays a 
fundamental part in improving process and product innovation and that the leadership style would be 
perfect in an Iraqi educational environment as it would encourage approaches for developing innovation in 
both sectors. 
 
However, the small effect of the relationship must be understood in context as Noruzy, Dalfard, Azhdari, 
Nazari-Shirkouhi and Rezazadeh (2013) confirmed that knowledge management and organizational 
learning are possible mediating varibales to the relationship.  They play an integral bridge part in connecting 
transformational leadership and innovation within the organization.  If transformational leaders disregard 
the knowledge management and organizational learning they cannot directly improve innovation within 
the organization.  This study will use self-efficacy as a mediating variable which is depicted in the model 
below. 
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Table 4.18 Regression analysis (TL, SE and EI) 
R R2  Adjusted R2  
Std. error of the 
estimate R2 change F 
Level of 
significance 
.427 .182 .170 .82760 .001 15.257 .000 
 
When making reference to Table 4.17 above, it is noted that the model consist of TL with EI is R2=.109.  
When adding self-efficacy as a mediator in Table 4.18, R2 increased slightly to .182.  An R2 of .109 
represents as small effect and an R2 of .182 still has a small effect.  The level of significance of p<.0005 
though makes the model statistically significant. 
 
The result concurs with Mittal and Dhar (2015) who observed the impact of transformational leadership on 
the innovation of employees in small and medium-sized IT firms with creative self-efficacy mediating and 
of knowledge sharing moderating wherein a transformational leader has a tendency of influencing the 
innovation of employees (CSE).  The results revealed that CSE is a mediator of the relationship of 




The chapter presented the results of the statistical analysis of the survey.  It also statistically described the 
constructs, correlations, inferential statistics and finally the relationship between transformational 
leadership and employee innovation mediated by self-efficacy.  The data that has been analyzed will be 
essential when addressing the objectives that were set out for the study. 
 
Two municipalities formed the study sites and were in the pooled sample with the City of Umhlathuze 
contributing more (75.2%) of the sample.  The females dominated the pooled data sample with (63.1%).  
Africans were in majority with (69.5%) followed by Indian / Asians (45.6%), Whites (8.5%) and lastly 
Coloureds with (5.7%). 
 
All the measurement instruments for the study were reliable as they had a Cronbach alpha of .94 which is 
over the acceptable .70 for this particular study.  Correlations amongst the three variables revealed a 
significant positive relationship of all the constructs.  The inferential statistics revealed that there was a 
significant difference in the agreement amongst participants that transformational leadership is practiced.  
This depended on whether they are part of core business or support services.  Those from core business 
indicated that transformational leadership is practiced more than those from support services.   
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A similar trend was observed with the managerial and non-managerial positions.  The analysis revealed 
that there was no significant differences across gender, education or race.  Finally, the model of a 
relationship of transformational leadership with employee innovation mediated by self-efficacy was tested 
using the regression analysis which found it to be statistically significant but with a small effect.  The 
oncoming chapter will put more emphasis in discussing the results based on the study objectives and make 
recommendations. 
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CHAPTER 5 - DISCUSSION, CONCLUSION AND RECOMMENDATIONS 
The aim of the study was to investigate the impact of transformational leadership mediated by self-efficacy 
on employee innovation in the South African local government sector.  A literature review was conducted 
to establish the relationship of the variables, the data was collected through a questionnaire survey and 
analyzed using the SPSS statistical package.  This chapter will discuss the results that were reported in 
Chapter 4.  This discussion focuses on the research objectives specified in the orientation Chapter of this 
study and will also confirm the hypothesis. 
 
The recommendations will emanate from findings (literature review and analysis) of the study.  The 
limitations and goal achievement of this research will also be emphasized upon in order to lay a platform 
for future scholars of this topic to improve on it when studying it further. 
 
5.2 Limitations and goal achievement 
 
The first limitation for the study is that the population was limited to Mandeni Municipality and the City 
of Umhlathuze as the study purely focused on the two research sites.  The South African local government 
sector spreads over 9 provinces comprising of 278 municipalities with 8 metropolitan councils, 44 district 
and 226 local municipalities.  Secondly, a sample of 141 is reasonable for the purposes of conducting this 
study but may not be representative of the whole South African local government sector.   
 
Due to the aforementioned limitations, there should be caution when generalizing the research results across 
the South African local government sector.  Different geographical locations in South Africa have different 
cultures which may have an impact in the interpretation of the variables and thus having a bearing on the 
results.  In support of the above, Rkdahl and Rjesson (2011) found that the innovation capabilities, which 
are the capabilities to do unique things and to be adventurous with ideas, fluctuate among organizations.  
Stated slightly differently, Dowling, et al. (2013) whose viewpoint does not accept the attitude of 
researchers who adopt universal transferability of management of knowledge 
 
This research may have laid the foundation for a similar study to be conducted in other South African 
municipalities outside KwaZulu-Natal.  It therefore requires management to have awareness of the climate 
and culture they operate under in order to make informed decisions in implementing the results of this 
research.   
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The goal of this study was to achieve all the research objectives that were set out.  They were all achieved 
by conducting the literature review, gathering data that was analyzed based on the objectives and the 
presentation of those results. 
 
5.3 Discussion  
 
The discussion below will be based on each study objective as set out in the orientation chapter. 
 
5.3.1 First objective 
 
The objective was to empirically examine the causative relationship of transformational leadership with 
self-efficacy.  
 
The results of the correlation analysis shown in Table 4.12 revealed that transformational leadership with 
self-efficacy have a medium correlation of .459 and the level of significance less than p<.005 signifying a 
positive relationship of the constructs.  The regression analysis revealed a statistically significant model 
which showed that transformational leadership accounts for 21% (R2 = .210) of the variance in self-efficacy 
representing a small effect, F=37.037, the level of significance is p<.0005.  Transformational leadership is 
therefore a significant predictor of self-efficacy (β=.424, the level of significance is p<.0005).  The null 
hypothesis (H0) is rejected and conclude that there is a significant relationship of transformational 
leadership with self-efficacy.  The alternative hypothesis (H1) is accepted. 
  
The results back the previous studies in the literature review which revealed a positive relationship of the 
constructs.  A managerial implication is that transformational leaders will impact positively on the 
employee’s self-confidence in their capability to perform in their roles.  This is confirmed by Yukl (2013) 
who stated that the transformational leader motivates and transforms followers by the creation of an 
awareness about the significance of task outcomes, encouraging them to go beyond their own self-interests 
for the benefit of the company or team thus inspiring their higher order needs. 
 
5.3.2 Second objective 
 
The objective was to empirically examine the causative relationship of self-efficacy with employee 
innovation.  
 
The results of the correlation analysis shown in Table 4.12 revealed that self-efficacy with employee 
innovation have a medium correlation of .392 and the level of significance less than p<.005 signifying a 
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positive relationship.  The regression analysis revealed a statistically significant model which showed that 
self-efficacy accounts for 15% (R2=.153) of the variance in employee innovation which has a small effect, 
F=24.997, the level of significance is p<.0005.  Self-efficacy is therefore a significant predictor of 
employee innovation (β=.495, the level of significance is p<.0005).  The null hypothesis (H0) is rejected 
and conclude that there is a significant relationship of self-efficacy with employee innovation.  The 
alternative hypothesis (H1) is accepted. 
  
The results back most previous studies in the literature review which revealed a positive relationship of the 
constructs.  A managerial implication is that management should strive to improve employee’s self-efficacy 
by making them acquainted with their work and environment using interventions like induction and fully 
explaining the job description that outlines the roles and responsibilities.  This will increase their ability to 
perform in their role thus enabling innovativeness. 
 
5.3.3 Third objective 
 
The objective was to empirically examine the causative relationship of transformational leadership with 
employee innovation.  
 
The results of the correlation analysis shown in Table 4.12 revealed that transformational leadership with 
employee innovation have a small correlation of .330 and a level of significance less than p<.005 signifying 
a positive relationship.  The regression analysis revealed a statistically significant model which showed 
that transformational leadership accounts for 10% (R2 =.109) of the variance in employee innovation which 
has a small effect, F=16.863, the level of significance is p<.0005.  Transformational leadership is therefore 
a significant predictor of employee innovation (β=.424, p<.0005).  The null hypothesis (H0) is rejected and 
conclude that there is a significant relationship of transformational leadership with employee 
innovation.  The alternative hypothesis (H1) is accepted. 
  
The results back most previous studies in the literature review which revealed a positive relationship of the 
constructs.  A managerial implication is that managers espousing a transformational leadership style will 
influence employee innovation in some cases with the involvement of the mediating variables.  Leaders 
should also create and enabling climate for innovation. 
 
5.3.4 Main objective  
 
The objective was to empirically examine the causative relationship of transformational leadership, work 
self-efficacy with employee innovation in the South African local government sector.  
Page | 61  
 
The overall results in the correlation matrix presented in Table 4.12 revealed that transformational 
leadership with employee innovation mediated by self-efficacy have a significant positive relationship.  
The regression analysis also revealed a statistically significant model of the three constructs with an R2 of 
.182 which had a small effect.  The null hypothesis (H0) is rejected and conclude that there is a significant 
relationship of transformational leadership, work self-efficacy with employee innovation.  The alternative 
hypothesis (H1) is accepted. 
 
The results back most previous studies from previous literature which revealed a positive relationship of 
the constructs.  A managerial implication is that leaders should understand the context when applying the 
transformational leadership style in order to encourage creativity of employees with self-efficacy as the 
mediator.  It is imperative for leaders to create an ‘innovation climate’ where employees can innovate 
through their transformational leadership style.  Although the relationship had a small effect statistically, 
the predictor variable still has a significant impact on employee innovation. 
     
5.4 Literature gap 
 
The variables have been extensively studied in prior research but they have not been examined in a South 
African context.  Most of the available literature is from the European, North Africa and Asian countries.  
A few studies were from America and Australia.  No literature from the sub-Saharan Africa was found.  It 
is therefore important to understand the relationship of the constructs within the South African context due 
to different cultures and beliefs across the globe.  A leadership style can be construed differently by 
respondents from different geographical regions and also on developed versus developing countries. 
 
5.5 Summary of the study 
 
The aim of the research was to study the impact of transformational leadership mediated by self-efficacy 
on employee innovation within the South African local government sector.  For the researcher to examine 
this relationship, previous literature was used to show what had been studied before on the relationship of 
the constructs.  It was imperative to do so as the literature gap was identified which is the fundamental 
focus for this particular research.  A Conceptual model (Figure 2) for this particular study was also 
developed based on the findings of the previous literature.  Pooled data for both research sites was analyzed 
and the results were presented with the emphasis on correlation and regression analysis which showed 
whether the relationship of the constructs is statistically significant or not.  The previous studies and the 
findings helped in preparing the discussions that were centred on the research objectives.  Furthermore, the 
results enabled the researcher to confirm the hypothesis. 




According to the statistical results, transformational leadership had a small practical significance on 
employee innovation even though the relationship had statistical significance.  The addition of self-efficacy 
as a mediator had a small practical significance but it was established that the relationship was statistically 
significant. 
 
It therefore indicates that transformational leadership alone is not sufficient to boost employee innovation.  
Other mediator and moderator variables may have to be considered for it to have a medium to strong effect 
as depicted in the Conceptual model (Figure 2).  This is informed by the effect of the main regression model 
which was weak.  Although the model was found to have statistical significance, transformational 
leadership and self-efficacy proved to be weak predictors of employee innovation.  This may imply that 
there may be other variables outside this study which are strong predictors of employee innovation.  This 
was ascertained by the value of R2 = .182, which indicated that transformational leadership with self-
efficacy explains only 18% of employee innovation, which indicates that 82% is accounted for by other 
variables.    
 
5.7 Summary of contribution 
 
The emphasis of the research was on employee innovation and how it could be enhanced by 
transformational leadership with self-efficacy as the mediating variable in the South African local 
government.  The purpose of this research was to investigate the impact of transformational leadership 
mediated by self-efficacy on employee innovation in the South African local government sector.  Previous 
literature which studied the constructs was examined.  For this particular research, a quantitative study was 
carried out by means of a cross-sectional research design in two municipalities from the South African 
local government sector where questionnaire surveys were used for data collection.  The attention of the 
analysis was with regression and correlation analysis.   
 
The findings confirmed that all the relationships were positively correlated.  A regression analysis depicted 
four models aligned to the research objectives which were all found to have statistical significance.  
Although the previous studies and the correlation analysis were consistent in what they established, the 
model of regression for transformational leadership with employee innovation as well as the model of all 
the constructs combined placed the extent of the relationships into perspective.  It revealed that 
transformational leadership alone has a small impact on employee innovation.  When self-efficacy was 
added into the relationship, the influence transformational leadership had on employee innovation was still 
small. 
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The study offers the leadership for the South African local government with an understanding of the 
relationship of transformational leadership with a mediating role of self-efficacy on employee innovation.  
The results will add to the body of knowledge by furnishing a better enlightenment of how the 
transformational leadership style enhance employee innovation.  Moreover, the study will add value to 
academic research by introducing a prototype that clarifies the relationship of transformational leadership, 
self-efficacy with employee innovation in the South African local government context. 
 
5.8 Recommendations and consideration for future research 
 
The results of the statistical analysis indicated that influence that transformational leadership has on 
employee innovation is small in terms of practical significance.  When self-efficacy was added as a 
mediator, it slightly enhanced the relationship numerically but still had a small practical significance.  When 
the local government management implement the findings of the study, they should take into cognisance 
that on its own, transformational leadership will not be sufficient to effect employee innovation.  They need 
to examine other predictor variables such as perceived organizational support, authentic and ethical 
leadership.  Employee engagement could also be considered as a mediating variable instead of self-efficacy.    
 
Local government management can also be mindful of the antecedents of innovation presented in Chapter 
2 which can be combined with the predictor variables in order to enhance employee innovation.  According 
to prior studies hereunder, employee innovation can be regarded as the consequence of strategy, 
organizational culture, organizational climate, style of leadership, human resource practices and people 
(employees) within the organization (Zhand & Begley, 2011; Rkdahl & Rjesson, 2011; Birken, et al., 2015; 
Ryan & Tipu, 2013; Díaz-García, et al., 2013; Büschgens, et al., 2013; Changa, et al., 2011;  Slåtten, 2011; 
Engelen, et al., 2014; Kaliappen & Hilman, 2014;  Prieto & Perez-Santana, 2014; Mokhber, et al., 2015).  
These have been studied before and found to be antecedents of innovation within an organizational setting.    
 
Table 4.8 presented the statistics that exhibit the mean scores for all the measurements included in the study.  
Local government management should focus on the high and low mean scores.  The Work Self-Efficacy 
Scale had the highest mean scores for its eighth and tenth items.  These scores indicate high optimism that 
the participants had about their ability to do their work even in future.  This is also supported by Hsu, et al., 
(2011) who established that employees displaying increased levels of creative self-efficacy portray 
increased levels of innovative behaviour in the workplace.  It therefore implies that Local government 
management should strive to improve employees’ self-efficacy by acquainting them with their work and 
environment using interventions such as induction and fully explain the job description that outline the 
roles and responsibilities.  This will increase their ability to perform in their roles thus enabling 
innovativeness. 
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The Transformational Leadership Index had the lowest mean scores for its seventh and fifteenth items.  
These scores indicate that most participants agree that their leaders do show compassion towards them.   
Management should capitalize on these elements as they carry a positive connotation from employees that 
transformational leadership is existent in their respective workplaces.   
 
The Binomial test in Table 4.9 indicated that a significant 81% of the participants, at least fairly often, look 
for opportunities to improve existing processes or be innovative in their workplaces.  The local government 
management should take advantage of that readiness to innovate by employees.  It could be through creating 
the right culture, climate and adopting a leadership style(s) that enhance innovation.  This study has proven 
that transformational leadership alone is not a significant predictor of employee innovation therefore 
bringing other leadership styles into the picture may be of benefit.  
 
The findings from a study by Noruzy, et al. (2013) support the importance of transformational leadership 
in innovation within the organizations in the manufacturing sector.  They contended that transformational 
leaders could grow innovativeness in the organizational setting and they could adopt intellectual 
stimulation and inspirational motivation, which are imperative for innovation within an organization.  
Therefore, apart from the results that had a small practical effect, transformational leadership still has an 
impact on employee innovation.  
 
Sethibe (2016) mentioned that it is obvious that both transactional and transformational leadership 
approaches positively impacts employee innovation.  Prior research has shown that the transformational 
leadership approach is more effective at idea generation stage of the innovation process, while the 
transactional leadership style is related with the implementation stage of the innovation process.  It is 
therefore recommended that management adopt both transformational and transactional leadership styles, 
depending on the stage of the innovation process they are faced with.  A statistically significant but weak 
relationship of transformational leadership with employee innovation that was depicted by the regression 
model may be due to the nature of the environment the respondents are exposed to.  Municipalities are not 
the most ideal environments in terms of idea generation therefore the weak relationship would be accepted 
in terms of what Sethibe (2016) revealed.  A transactional leadership style may be the more suitable under 
the circumstances.  A transformational leadership style could be ideal in a R&D or IT developer scenario 
where there is more generation of ideas.  
 
Ultimately, employee innovation is a strategic imperative.  To achieve it, there has to be a concerted effort 
as established by Birken, et al. (2015) whose findings revealed that upper management increase middle 
management’s commitment through directly communicating with middle management that implementing 
innovation is a strategic imperative.  They added that there has to be an allocation of implementation 
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policies and practices including human resources, training, performance reviews, budget, and encouraging 
middle management to leverage human resources and performance reviews in order to succeed in the 
implementation of innovation.  Management in the South African local government should take the latter 
into cognisance.   
 
When making reference to the conceptual model (Figure 2) for the study that was developed in Chapter 2, 
the Management in the South African local government should also consider other mediating variables as 
well as the moderator variables in order to enhance employee innovation.   
 
Looking forward, Sethibe (2014) stated that the limitation in our knowledge discovered today provide 
opportunities for tomorrow’s discoveries and research.  One of the beneficiaries of this research will be the 
academia which will derive value since one of the future research considerations is the population’s 
geographical scope.  For this particular research, the population was restricted to two municipalities from 
KwaZulu-Natal and may not be representative of the whole South African local government sector.  An 
ideal sample could be randomly selected from various South African municipalities.  A more representative 
sample will enable better generalizability of the research results across the South African local government 















Afsar, B., Badir, Y.F, & Saeed, B. (2014). Transformational leadership and innovative work behaviour. 
Industrial Management & Data Systems, 114(8), 1270 - 1300. 
Aggarwal, J., & Krishnan, V. (2013). Impact of Transformational Leadership on Follower’s Self-efficacy. 
Moderating Role of Follower’s Impression Management. Management and Labour Studies, 38(4), 
297–313. 
Akanbi, S.T. (2013). Familial factors, personality traits and self-efficacy as determinants of entrepreneurial 
intention among vocational based college of education students in OYA state, Nigeria. The African 
Symposium: An Online Journal of the African Educational Research Network, 13(2), 66–76. 
Akbar, A., Sadegh, R., & Chehrazi, R. (2015). Impact of transformational and transactional leadership style 
on employees' creativity and innovation. International Journal of Applied Business and Economic 
Research, 13(6), 3489-3505. 
Al-Husseini, S., & Elbeltagi, I. (2016). Transformational leadership and innovation: a comparison study 
between Iraq’s public and private higher education. Studies in Higher Education, 41(1), 159-181. 
Amabile, T., Conti, R., Coon, H., Lazenby, J., & Herron, M. (1996). “Assessing the Workplace for 
Creativity”. Academy Of Management Journal, 39(5), 1154-1184. 
Anderson, N., Potočnik, K., & Zhou, J. (2014). Innovation and Creativity in Organizations: A State-of-the-
Science Review, Prospective Commentary, and Guiding Framework. Journal of Management, 40(5), 
1297-1333. 
Avallone, F., Pepe, S., & Porcelli, R. (2007). Perceived self-efficacy in job search: Scale dimisura. Needs, 
values and self-efficacy in the choice of work in Isfol. Romo. ISFDL, 135-142. 
Avolio, B., Bass, B., & Jung, D. (1999). Re-examining the components of transformational and transactional 
leadership using the Multifactor Leadership. Journal of Occupational Organizational Psychology, 
72(4), 441–462. 
Bai, Y., Lin, L., & Ping Li, P. (2016). How to enable employee creativity in a team context: A cross-level 
mediating process of transformational leadership. Journal of Business Research, 69(9), 3240–3250. 
Bandura, A. (1986). Social Foundations of Thought and Action: A Social Cognitive Theory. Englewood 
Cliffs, NJ: Prentice-Hall. 
Bandura, A. (1997). Self-Efficacy: The Exercise of Control. New York, Ny: W.H. Freeman. 
Bandura, A. (2006). Guide for constructing self-efficacy scales. In Self-efficacy Beliefs of Adolescents 
Information Age, pp. 307–337. 
Bass, B. M., & Riggio, R. E. (2006). Transformational leadership (2nd ed.). Mahwah, New Jersey: 
Lawrence Erlbaum Associates, Inc. 
Page | 67  
 
Beeftink, F., van Eerde, W., Rutte, C., & Bertrand, J. (2012). Being Successful in a Creative Profession: 
The Role of Innovative Cognitive Style, Self-Regulation, and Self-Efficacy. Journal of Business 
Psychology, 27(1), 71–81. 
Birken, S., Lee, S., Weiner, B., Chin, M., Chiu, M., & Schaefer, C. (2015). From Strategy to Action: How 
Top Managers’ Support Increases Middle Managers’ Commitment to Innovation Implementation in 
Healthcare Organizations. Health Care and Management Review, 40(2), 159–168. 
Bullough, A., Renko, M., & Myatt, T. (2014). Danger Zone Entrepreneurs: The Importance of Resilience 
and Self-Efficacy for Entrepreneurial Intentions. Entrepreneurship, Theory & Practice, 38(3), 473-
499. 
Büschgens, T., Bausch, A., & Balkin, D. (2013). Organizational Culture and Innovation: A Meta-Analytic 
Review. The Journal of Product Innovation Management, 30(4), 763–781. 
Caillier, J. (2016). Linking Transformational Leadership to Self-Efficacy, Extra-Role Intentions in Public 
Behaviours, and Turnover Agencies: The Mediating Role of Goal Clarity. Administration & Society, 
48(7), 883–906. 
Casida, J., & Parker, J. (2011). (2011) Staff nurse perceptions of nurse manager leadership styles and 
outcomes. Journal of Nursing Management, 19(4), 478–486. 
Chang, L., & Liu, C. (2008). Employee empowerment, innovative behaviour and job productivity of public 
health nurses: a cross-sectional questionnaire survey. International Journal of Nursing Studies, 
45(10), 14–42. 
Changa, S., Gong, Y., & Shum, C. (2011). Promoting innovation in hospitality companies through human 
resource management practices. International Journal of Hospitality Management, 30(4), 812-818. 
Chang, Y.-Y. (2016). Multilevel transformational leadership and management innovation: Intermediate 
linkage evidence. Leadership & Organization Development Journal, 37(2), 265-288. 
Chen, T., Li, F., & Leung, K. (2016). When Does Supervisor Support Encourage Innovative Behaviour? 
Opposite Moderating Effects of General Self-efficacy and Internal Locus of Control. Personnel 
Psychology, 69(1), 123-158. 
Chen, L., Zheng, W., Yang, B., & Bai, S. (2016). Transformational leadership, social capital and 
organizational innovation. Leadership & Organization Development Journal, 37(7), 843-859. 
Cheung, M., & Wong, C. (2011). Transformational leadership, leader support, and employee creativity. 
Leadership & Organization Development Journal, 32(7), 656 - 672. 
Choi, S., Kim, K., Ebrahim Ullah, S., & Kang, S. (2016). How transformational leadership facilitates 
innovative behaviour of Korean workers: Examining mediating and moderating processes. Personnel 
Review, 45(3), 459-479. 
Chou, P., Lai, Y., & Liu, Z. (2015). Transformational leadership and intention to adopt new technology: the 
mediating effect of self-efficacy. Commerce & Management Quarterly, 16(1), 89-111. 
Page | 68  
 
Colombo, L., & Zito, M. (2014). Demands, Resources and the three dimensions of flow at work. A study 
among Professional Nurses. Open Journal of Nursing, 4(4), 255-264. 
Connell, P. (2005). Transformational leadership, leader-member exchange (LMX), and OCB: The role of 
motives. Florida: College of Arts and Sciences, University of South Florida. 
Cresswell, J., Ebersohn, L., Eloff, I., Ferreira, R., Ivankova, N., Jansen, J., Plano Clark, V. (2016). First 
Steps in Research (2nd ed.). Pretoria: Van Schaik. 
Curini, L. (2013). Bivariate and Multiple Linear Regression. Applied Multivariate Analysis. Unpublished. 
Dackert, I. (2010). The impact of team climate for innovation on well-being and stress in elderly care. 
Journal of Nursing Management, 18(3), 302–310. 
Dalborg, C., & Wincent, J. (2014). The idea is not enough: The role of self-efficacy in mediating the 
relationship between pull entrepreneurship and founder passion – a research note. International Small 
Business Journal, 33(8), 974–984. 
Dampérat, M., Jeannot, F., Jongmans, E., & Jolibert, A. (2016). Team creativity: Creative self-efficacy, 
creative collective efficacy and their determinants. Recherche et Applications en Marketing, 31(3), 
6–25. 
De Jong, J., & den Hartog, D. (2007). How leaders influence employees' innovative behaviour. European 
Journal of Innovation Management, 10(1), 41-64. 
De Jong, J., & den Hartog, D. (2009). Measuring Innovative Work Behaviour. Creativity and Innovation 
Management, 19(1), 23-36. 
Díaz-García, C., González-Moreno, & Sáez-Martínez, F. (2013). Gender diversity within R&D teams: Its 
impact on radicalness of innovation. Innovation: Management, Policy & Practice, 15(2), 149–160. 
Dörner, N. (2012). Innovative Work Behaviour: The Roles of Employee Expectations and Effects on Job 
Performance. St. Gallen: The University of St. Gallen, School of Management, Economics, Law, 
Social Sciences and International Affairs. 
Dowling, P., Festing, M., & Engle, A. (2013). International Human Resource Management (6th ed.). 
London: Cengage Learning. 
Eisenbeiß, S., & Boerner, S. (2013). A Double-edged Sword: Transformational Leadership and Individual 
Creativity. British Journal of Management, 24(1), 54–68. 
Elias, S., Barney, C., & Bishop, J. (2013). The treatment of self-efficacy among psychology and 
management scholars. Journal of Applied Social Psychology, 43(4), 811-822. 
Elkhani, N., Soltani, S., & Ahmad, M. (2014). The effects of transformational leadership and ERP system 
self-efficacy on ERP system usage. Journal of Enterprise Information Management, 27(6), 759-785. 
Engelen, A., Flatten, T., Thalmann, J., & Brettelon, M. (2014). How leaders influence employees' 
innovative behaviour. European Journal of Innovation Management, 10(1), 41-64. 
Farashahi, M., & Hafsi, T. (2009). Strategy of firms in unstable institutional environments. Asia Pacific 
Journal of Management & Organization, 26(4), 643-666. 
Page | 69  
 
Feng, C., Huang, X., & Zhang, L. (2016). A multilevel study of transformational leadership, dual 
organizational change and innovative behaviour in groups. Journal of Organizational Change 
Management, 29(6), 855-877. 
García-Morales, V., Jiménez-Barrionuevo, M., & Gutiérrez-Gutiérrez, L. (2012). Transformational 
leadership influence on organizational performance through organizational learning and innovation. 
Journal of Business Research, 65(7), 1040–1050. 
Ghafoor, A., Qureshi, T., Azeemi, H., & Hijazi, S. (2011). Mediating role of creative self-efficacy. African 
Journal of Business Management, 5(27), 11093-11103. 
Gist, M., & Mitchell, T. (1992). “Self-Efficacy: A Theoretical Analysis of It Determinants and 
Malleability". Academy of Management Review, 17(2), 183-211. 
Gong, Y., Huang, J., & Farh, J. (2009). Employee learning orientation, transformational leadership and 
employee creativity: The mediating role of employee creative self-efficacy. Academy of Management 
Journal, 52(4), 765-778. 
Gowen, C. I., Henagan, S., & K.L, M. (2009). Knowledge management as a mediator for the efficacy of 
transformational leadership and quality management initiatives in U.S. Health care. Health Care 
Management Review, 34(2), 129–140. 
Gregersen, S., Vincent-Höper, & Nienhaus, A. (2014). There relation between leadership and perceived 
well-being: what role does occupational self-efficacy play? Journal Of Leadership Studies, 8(2), 6-
18. 
Hamidianpour, F., Esmaeilpour, M., Alizadeh, S., & Dorgoee, A. (2015). Influence of Emotional 
Intelligence and Organizational Climate on Creativity and Entrepreneurial Orientation of Small to 
Medium-Sized Enterprises. European Online Journal of Natural and Social Sciences, 41(1), 20-30. 
Hairudinor, Astuti, E., Kumadji, S., & Utami, H. (2014). The effect of transformational leadership on social 
competence, self-efficacy, work engagement and individual performance. European Journal of 
Business and Management, 6(21), 137-143. 
Halvorsen, L. (2011). Promoting Innovation Implementation Behaviour by Transformational Leadership: 
A Multiple Mediation Analysis. Oslo: Department of Psychology, University of Oslo. 
Han, K., Oh, W., Im, K., & Chang, R. (2012). MIS Quarterly. Value co-creation and wealth spill over in 
open innovation alliances, 36(1), 291-315. 
Hardy, L., Arthur, C., Jones, G., Shariff, A., Munnoch, K., Isaacs, I., & Allsopp, A. (2010). The relationship 
between transformational leadership behaviours psychological, and training outcomes in elite 
military recruits. The Leadership Quarterly, 21(1), 20-32. 
Hirst, G., van Knippenberg, D., Zhou, Q., Zhu, C., & Tsai, P. (2015). Exploitation and Exploration 
Climates’ Influence on Performance and Creativity: Diminishing Returns as Function of Self-
Efficacy. Journal of Management, 1-22. 
Page | 70  
 
Hoch, J. (2013). Shared Leadership and Innovation: The Role of Vertical Leadership and Employee 
Integrity. Journal of Business Psychology, 28(2), 159–174. 
Hsiao, H., Chang, J., Tu, Y., & Chen, S. (2011). The Influence of Teachers’ Self-efficacy on Innovative 
Work Behaviour. International Conference on Social Science and Humanity, 5, 233-237. 
Hsu, M., Hou, S., & Fan, H. (2011). Creative Self-Efficacy and Innovative Behaviour in a Service Setting. 
Journal of Creative Behaviour, 45(4), 258-272. 
Hu, B., & Zhao, Y. (2016). Creative Self-efficacy Mediates the Relationship Between Knowledge Sharing 
and Employee Innovation. Social Behaviour and Personality: an international journal, 44(5), 815-
826. 
Huang, L., Krasikova, D., & Liu, D. (2016). I can do it, so can you: The role of leader creative self-efficacy 
in facilitating follower creativity. Organizational Behaviour and Human Decision Processes, 132, 
49–62. 
Hubbard, G., & Hewett-Avison, S. (2014). Evaluation of work experience for young people with cancer: 
Brief Report. London: Teenage Cancer Trust. 
Jacque-Corey, C. (2017). "Linking Adolescents' Leadership Exposure to Transformational Leadership: The 
Mediating Effects of Leadership Self-efficacy and Social Intelligence." Dissertation. Georgia: 
Georgia State University. 
Jaiswal, N., & Dhar, R. (2015). Transformational leadership, innovation climate, creative self-efficacy and 
employee creativity: A multilevel study. International Journal of Hospitality Management, 51, 30–
41. 
Jaiswal, N., & Dhar, R. (2016). Fostering Employee Creativity through Transformational Leadership: 
Moderating Role of Creative Self-Efficacy. Creativity Research Journal, 28(3), 367-371. 
Janssen, O. (2000). Job demands, perceptions of effort-reward, fairness and innovative work behaviour. 
Journal of Occupational and Organizational Psychology, 73(3), 287-302. 
Jeevan, J., & Manisha, D. (2015). The Impact of transformational leadership on employee creativity: the 
role of learning orientation. Journal of Asia Business Studies, 9(1), 78-98. 
Jyoti, J., Dev, M. (2015). The impact of transformational leadership on employee creativity: the role of 
learning orientation. Journal of Asia Business Studies, 9(1), 78 - 98. 
Kaliappen, N., & Hilman, H. (2014). Does service innovation act as a mediator in differentiation strategy 
and organizational performance nexus? An empirical study. Asian Social Science, 10(11), 123-131. 
Kao, P., Pai, P., Lin, T., & Zhong, J. (2015). How transformational leadership fuels employees’ service 
innovation behaviour. The Service Industries Journal, 35(7-8), 448-466. 
Katz-Navon, T., Naveh, E., & Stern, Z. (2005). Safety climate in health care organizations: a 
multidimensional approach. Academy of Management Journal, 48(6), 1075–1089. 
Khalili, A. (2016). Linking transformational leadership, creativity, innovation, and innovation supportive 
climate. Management Decision, 54(9), 2277 - 2293. 
Page | 71  
 
Kleysen, R., & Street, C. (2001). Toward a multi-dimensional measure of individual innovative behaviour. 
Journal of Intellectual Capital, 2(3), 284-296. 
Kovjanic, S., Schuh, S., Jonas, K., van Quaquebeke, N., & van Dick, R. (2012). How do transformational 
leaders foster positive employee outcomes? A self-determination-based analysis of employees’ needs 
as mediating links. Journal of Organizational Behaviour, 33(8), 1031–1052. 
Kumar, R. (2011). Research Methodology. A step-by-step guide for beginners (3rd ed.). London: Sage 
Publications. 
Kurt, T., Duyar, I., & Calik, T. (2012). Are we legitimate yet? A closer look at the casual relationship 
mechanisms among principal leadership, teacher self-efficacy and collective efficacy. Journal of 
Management Development, 30(1), 71-86. 
Lamiaa, M. (2015). Fostering a Climate for Innovation, Creativity and Self-efficacy through 
Transformational Leadership in the Egyptian Hospitality Industry. Journal of Hotel & Business 
Management, 5(1), 1-11. 
Li, V., Mitchell, R., & Boyle, B. (2016). The Divergent Effects of Transformational Leadership on 
Individual and Team Innovation. Group & Organization Management, 41(1), 66–97. 
Lian, L., & Tui, L. (2012). Leadership Styles and Organizational Citizenship Behaviour: The Mediating 
Effect of Subordinates’ Competence and Downward Influence Tactics. Journal of Applied Business 
and Economics, 13(2), 59-96. 
Liao, H., Liu, D., & Loi, R. (2010). Looking at both sides of the social exchange coin: A social cognitive 
perspective on the joint effects of relationship quality and differentiation on creativity. Academy of 
Management Journal, 53(5), 1090-1109. 
Liu, J., Siu, O., & Shi, K. (2010). Transformational Leadership and Employee Well-Being: The Mediating 
Role of Trust in the Leader and Self-Efficacy. International Association of Applied Psychology, 
59(3), 454–479. 
Ma, Y., Cheng, W., Ribbens, B., & Zhou, J. (2013). Linking ethical leadership to employee creativity: 
Knowledge sharing and self-efficacy as mediators. Social Behaviour and Personality, 41(9), 1409-
1420. 
MacKie, D. (2014). The effectiveness of strength-based executive coaching in enhancing full range 
leadership development: A controlled study. Consulting Psychology Journal: Practice and Research, 
66(2), 118-137. 
Malik, M., Butt, A., & Choi, A. (2015). Rewards and employee creative performance: Moderating effects 
of creative self-efficacy, reward importance and locus of control. Journal of Organizational 
Behaviour, 36(1), 59-74. 
Masood, M., & Afsar, B. (2017). Transformational leadership and innovative work behaviour among 
nursing staff. Nursing Inquiry, 24(1), 1-14. 
Page | 72  
 
Masterova, J., Prochazka, J., & Vaculik, M. (2015). Relationship between self-efficacy, transformational 
leadership adn leader effectiveness. Journal of Advanced Management Science, 3(2), 109-122. 
Mittal, S., & Dhar, R. (2015). Transformational leadership and employee creativity. Management Decision, 
53(5), 894-910. 
Mohamed, L. (2016). Assessing the effects of transformational leadership: A study on Egyptian hotel 
employees. Journal of Hospitality and Tourism Management, 27, 49-59. 
Mohammadi, M., & Azizmalayeri, Q. (2016). The relationship between Creativity and Job Self-efficacy of 
physical education coaches in the city of Malayer. Mediterranean Journal of Social Sciences, 7(2), 
122-127. 
Mokhber, M., Ismail, W., & Vakilbashi, A. (2015). Effect of transformational leadership and its components 
on Organizational innovation. Iranian Journal of Management Studies, 8(2), 221-241. 
Momeni, M., Ebrahimpour, H., & Ajirloo, M. (2014). The effect of employees’ Self-Efficacy on Innovative 
Work Behaviour at social security organization employees in Ardabil Province. Kuwait Chapter of 
Arabian Journal of Business and Management Review, 3(8), 29-32. 
Msweli, Q. (2015). Examining the mediating effect of self-efficacy on the relationship between leader-
member exchange and innovative behaviour in the private sector. Midrand: University of South 
Africa Graduate School of Business Leadership. 
Mumford, M., & Gustafson, S. (1988). “Creativity Syndrome; Integration, Application and Innovation”. 
Psychological Bulletin, 103(1), 27-43. 
Murugesan, R., & Jayavelu, R. (2017). The Influence of Big Five Personality Traits and Self-efficacy on 
Entrepreneurial Intention: The Role of Gender. Journal of Entrepreneurship and Innovation in 
Emerging Economies, 31(1), 41–61. 
Naveh, E., Katz-Navon, T., & Stern, Z. (2005). Treatment errors in healthcare: a safety climate approach. . 
Management Science, 51(6), 948–960. 
Nijstad, B., Berger-Selman, F., & de Dreu, C. (2014). Innovation in top management teams: Minority 
dissent, transformational leadership, and radical innovations. European Journal of Work and 
Organizational Psychology, 23(2), 310 322. 
Ninkovic´, S., & Floric, O. (2016). Transformational school leadership and teacher self-efficacy as 
predictors of perceived collective teacher efficacy. Educational Management Administration & 
Leadership, 1–16. 
Noruzy, A., Dalfard, V., Azhdari, B., Nazari-Shirkouhi, S, & Rezazadeh, A. (2013). Relations between 
transformational leadership, organizational learning, knowledge management, organizational 
innovation, and organizational performance: an empirical investigation of manufacturing firms. 
International Journal of Advanced Manufacturing Technology, 64, 1073–1085. 
Page | 73  
 
Nusair, N., Ababneh, R., & Bae, Y. (2012). The impact of transformational leadership style on innovation 
as perceived by public employees in Jordan. International Journal of Commerce and Management, 
22(3), 182-201. 
Paulsen, N., Callan, V., Ayoko, O., & Saunders, D. (2013). Transformational leadership and innovation in 
an R&D organization experiencing major change. Journal of Organizational Change Management, 
26(3), 595-610. 
Pepe, S., Farnese, M., Avalone, F., & Vecchione, M. (2010). Work self-efficacy scale and search for work 
self-efficacy scale: A validation study in Spanish and Italian cultural contexts. Revista de Psicologica 
del Trabajoy de las Organizaciones, 26(3), 201-210. 
Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., & Fetter, R. (1990). Transformational leader 
behaviors and their effects on followers’ trust in leader, satisfaction, and organizational citizenship 
behaviors. The Leadership Quarterly, 1(2), 107-142. 
Podsakoff, P., MacKenzie, S., & Moorman, R. (1996). Transformational Leader Behaviours and Substitutes 
for Leadership as Determinants of Employee Satisfaction, Commitment, Trust, and Organizational 
Citizenship Behaviours. Journal of Management, 22(2), 259-298. 
Prasad, B., & Junni, P. (2016). CEO transformational and transactional leadership and organizational 
innovation: The moderating role of environmental dynamism. Management Decision, 54(7), 1542-
1568. 
Prieto, I., & Perez-Santana, M. (2014). Managing innovative work behaviour: the role of human resource 
practices. Personnel Review, 43(2), 184-208. 
Puente-Diaz, R. (2016). Creative Self-Efficacy: An Exploration of Its Antecedents, Consequences, and 
Applied Implications. Journal of Psychology, 150(2), 175-195. 
Redmond, M., Mumford, M., & Teach, R. (1993). “Putting Creativity to Work: Effects of Leader Behaviour 
on Subordinate Creativity”. Organizational Behaviour and Human Decision Processes, 55(1), 120-
151. 
Rkdahl, J., & Rjesson, S. (2011). Organizational climate and capabilities for innovation: a study of nine 
forest-based Nordic manufacturing firms. Scandinavian Journal of Forest Research, 26(5), 488-500. 
Ryan, J., & Tipu, S. (2013). Leadership effects on innovation propensity: A two-factor full range leadership 
model. Journal of Business Research, 66(10), 2116–2129. 
Saboor, A., Ilyas, M., & Rehman, S. (2017). Linking empowerment and capability development with 
innovative behaviour: Testing a moderating model of employees' creative self-efficacy. Pakistan 
Business Review, 19(1), 176-194. 
Sachdeva, J. (2009). Business Research Methodology. Mumbai: Himalaya Publishing House. 
Salanova, M., Lorente, L., Chambel, M. J., & Martinez, I. M. (2011). Linking transformational leadership 
to nurses’ extra-role performance: The mediating role of self-efficacy and work engagement. Journal 
of Advanced Nursing, 67(10), 2256-2266. 
Page | 74  
 
Sarros, J., Cooper, B., & Santora, J. (2008). Building a climate for innovation through transformational 
leadership and organizational culture. Journal of Leadership and Organizational Studies, 15(2), 145–
158. 
Scandura, T., & Williams, E. (2004). Mentoring and transformational leadership: the role of supervisory 
career mentoring. Journal of Vocational Behaviour, 65(3), 448–468. 
Schutte, S. (2010). Increasing transformational leadership through enhancing self-efficacy. Journal of 
Management Development, 29(5), 495 - 505. 
Scott, S., & Bruce, R. (1994). Determinants of innovative work behaviour: A path model of individual 
innovation in the workplace. Academy of Management Journal, 37(3), 580-607. 
Sekaran, U., & Bougie, R. (2013). Research Methods for Business. A Skill-Building Approach (6th ed.). 
West Sussex: Wiley. 
Sethibe, T.G. (2014) Innovation and First Mover Advantages, MBL dissertation, University of South 
Africa, Pretoria 
Sethibe, T. (2016). A model of the relationship between leadership styles, organisational climate, innovation 
and performance. DBL thesis, Johannesburg: UNISA Graduate School of Business Leadership. 
Seybold, P. (2014). Outside innovation (1st ed.). Miami-Florida: HarperCollins. 
Slåtten, T. (2011). Antecedents and effects of employees' feelings of joy on employees' innovative 
behaviour. International Journal of Quality and Service Sciences, 6(4), 326-347. 
Slåtten, T. (2014). Determinants and effects of employee’s creative self-efficacy on innovative activities. 
International Journal of Quality and Service Sciences, 6(4), 326-347. 
Smith, P., Vrba, M., & Botha, T. (2016). Management Principles. A Contemporary Edition for Africa (6th 
ed.). Cape Town: JUTA. 
Solutions, S. (2017). Statistics Solutions - Advancement through clarity. Retrieved 02 19, 2017, from 
http://www.statisticssolutions.com/mediator-variable/ 
Sosik, J., Godshalk, V., & Yammarino, F. (2004). Transformational leadership, learning goal orientation, 
and expectations for career success in mentor–protégé relationships: a multiple levels of analysis 
perspective. Leadership Quarterly, 15(2), 241-261. 
Srithongrung, A. (2011). The causal relationships among transformational leadership, organizational 
commitment, and employee effectiveness. International Journal of Public Administration, 34(6), 
376-388. 
Stempihar, L. (2013). Leadership behaviours and practices in an innovation context. (Doctor of 
Management in Organizational Leadership). Phoenix: University of Phoenix, ProQuest LLC. 
Thundiyil, T., Chiaburu, D., Li, N., & Wagner, D. (2016). Joint effects of creative self-efficacy, positive 
and negative affect on creative performance. Chinese Management Studies, 10(4), 726-745. 
Tierney, P., & Farmer, S. (2002). Creative self-efficacy: its potential antecedents and relationship to creative 
performance. Academy of Management Journal, 45(6), 1137–1148. 
Page | 75  
 
Tierney, P., & Farmer, S. (2011). Creative Self-Efficacy Development and Creative Performance Over 
Time. Journal of Applied Psychology, 96(2), 277–293. 
Tipu, S. R., & Fantazy, K. (2012). Transformational leadership in Pakistan: An examination of the 
relationship of transformational leadership to organizational culture and innovation propensity. 
Journal of Management & Organization, 18(4), 461–480. 
Tung, F. (2016). Does transformational, ambidextrous, transactional leadership promote employee 
creativity? Mediating effects of empowerment and promotion focus. International Journal of 
Manpower, 37(8), 1250-1263. 
Walumbwa, F., & Hartnell, C. (2011). Understanding transformational leadership–employee performance 
links: The role of relational identification and self-efficacy. Journal of Occupational and 
Organizational Psychology, 84(1), 153–172. 
Walumbwa, F., Cropanzano, R., & Goldman, B. (2011). How leader-member exchange influences effective 
work behaviours: Social exchange and internal-external efficacy perspectives. Personnel 
Psychology, 64(3), 739-770. 
Wang, C., Tsai, H, & Tsai, M. (2014). Linking transformational leadership and employee creativity in the 
hospitality industry: The influences of creative role identity, creative self-efficacy, and job 
complexity. Tourism Management, 40, 79-89. 
Wang, X., Kim, T., & Lee, D. (2016). Cognitive diversity and team creativity: Effects of team intrinsic 
motivation and transformational leadership. Journal of Business Research, 69(9), 3231–3239. 
Waqas Raja, M. (2012). Does Transformational Leadership Leads To Higher Employee Work Engagement. 
A Study of Pakistani Service Sector Firms. International Journal of Academic Research in Business 
and Social Sciences, 2(1), 160-166. 
Warrick, D. (2011). The urgent need for transformational leaders: Integrating transformational leadership 
and organization development. Journal of Leadership, Accountability and Ethics, 8(5), 11-26. 
Watt, J., & van den Berg, S. (2002). Research Methods for Communication Science. Boston: Allyn & Bacon. 
Welman, C., Kruger, F., & Mitchell, B. (2005). Research Methodology (3rd ed.). Cape Town: Oxford 
University Press. 
Weng, R., Huang, C., Huang, J., & Weng, M.H. (2012a). The cross-level impact of patient safety climate 
on nursing innovation: a cross-sectional questionnaire survey. Journal of Clinical Nursing, 21(15-
16), 2262–2274. 
Wong, P., & He, Z. (2003). The moderating effect of a firm’s internal climate for innovation on the impact 
of public R&D support programmes. International Journal of Entrepreneurship and Innovation 
Management, 3(56), 525–545. 
Wright, B. E., & Pandey, S. K. (2010). Transformational leadership in the public sector: Does structure 
matter? Journal of Public Administration Research and Theory, 20(1), 75-89. 
Page | 76  
 
Yu, W., & Yuwen, L. (2013). Self-efficacy And Innovative Behaviour: An Investigation of expected Positive 
Performance outcomes and Team Conflict Management. . Tsing Hua: National Tsing Hua 
University. 
Yuan, F., & Woodman, R. (2010). Innovative behaviour in the workplace: The role of performance and 
image outcome expectations. Academy of Management Journal, 53(2), 323-342. 






























Page | 77  
 
APPENDICES 
Appendix A – Questionnaire 
General information 
Official use 
Batch # 216076875 – QNM Msweli A1 
Industry: Local Government A2 
Company name: City of Umhlathuze & Mandeni Municipality A3 
Section name:  A4 
Gender: Male   /   Female  A5     0/1 
Your role:  Core Business    /   Support services  A6     0/1 
Your role: Management   /  Non-management  A7     0/1 
Age:  A8 
Number of years with company:  A9 
Years of formal schooling: Less than 12 years 
12 years (matric) 
1st Degree / Diploma 
Higher degree / Higher diploma 
A10  1/2/3/4 




with a X 
Semantic Scale Job evaluation system 









1, 2 and 3 
1 and 2 16 
14 and 15 
4  Professionally qualified, experienced 
specialists and Middle Management 
D 4, 5 and 6 3 and 4 11, 12 
and 13  
3  Skilled technical and academically 
qualified workers, junior Management, 
supervisors, foremen and 
superintendents 
C 7, 8, 9, 10, 
11 and 12 
5, 6, 6A, 7 
and 8 
7, 8, 9, 10  
and 11 
2  Semi-skilled and discretionary decision 
making 
B 13, 14, 15 
and 16 
9, 10 and 
11 
4, 5, 6 
and 7 
1  Unskilled and defined decision making A 17, 18 and 
19 
12 and 13 1, 2 and 3 
PS: These conversions are only approximations 
  




Strongly disagree Disagree 
 
Neutral Agree Strongly agree 
1 2 3 4 5 
 Question – My leader …..  Answer 
1 Has provided me with new ways of looking at things which used to be a puzzle for me.  
 
2 Is always seeking new opportunities for the unit/ department/organization.  
3 Has ideas that have forced me to rethink some of my own ideas that I have never questioned 
before. 
 
4 Paints an interesting picture of the future for our group.  
5 Shows us that he/she expects a lot from us.  
6 Fosters collaboration among work groups.  
7 Acts without considering my feelings.   
8 Encourages employees to be “team players.”  
9 Leads by “doing” rather than simply by “telling.”  
10 Gets the group to work together for the same goal.  
11 Has a clear understanding of where we are going.  
12 Shows respect for my personal feelings.  
13 Has stimulated me to think about old problems in new ways  
14 Behaves in a manner that is thoughtful of my personal needs.  
15 Treats me without considering my personal feelings.   
16 Inspires others with his/her plans for the future.  
17 Insists on only the best performance.  
18 Is able to get others committed to his/her dream of the future.  
19 Provides a good model to follow.  
20 Develops a team attitude and spirit among his/her employees.  
21 Will not settle for second best.  




Not well at all Not well 
 
Uncertain Well Very well 
1 2 3 4 5 
 Question Answer 
Thinking of future work, how well can you……  
 
1 …..  achieve goals that will be assigned.  
2 …... respect schedules and work deadlines.  
3 …… learn new working methods.  
4 …… concentrate all energy on work.  
5 …… finish assigned work.  
6 …… collaborate with other colleagues.  
7 …… work with people of diverse experiences and ages.  
8 …… have good relationships with direct supervisors.  
9 …… behave in an efficacious way with clients.  
10 …… work in a team.  
 
KINDLY TURN OVER ☺ 




Never Almost Never Sometimes Fairly Often Very Often Always 
1 2 3 4 5 6 
 Question Answer 
1 In your current job, how often do you … look for opportunities to improve an existing 
process, technology, product, service or work relationship? 
 
2 In your current job, how often do you … recognise opportunities to make a positive 
difference in your work, department, organization or with customers? 
 
3 In your current job, how often do you … pay attention to non-routine issues in your work, 
department, organization or the market place? 
 
4 In your current job, how often do you … generate ideas or solutions to address problems?  
5 In your current job, how often do you … define problems more broadly in order to gain 
insight into them? 
 
6 In your current job, how often do you … experiment with new ideas and solutions?  
7 In your current job, how often do you … test-out ideas or solutions to address unmet needs?  
8 In your current job, how often do you … evaluate the strengths and weaknesses of new ideas?  
9 In your current job, how often do you … try to persuade others of the importance of a new 
idea or solution? 
 
10 In your current job, how often do you … push ideas forward so that they have a chance to 
become implemented? 
 
11 In your current job, how often do you … take the risk to support new ideas?  
12 In your current job, how often do you … implement changes that seem to be beneficial?  
13 In your current job, how often do you … work the bugs out of new approaches when applying 
them to an existing process, technology, product or service? 
 
14 In your current job, how often do you … incorporate new ideas for improving an existing 
process, technology, product or service into daily routines? 
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